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Abstract 

The purpose of thi s study was to assess the performance of Se lam TVET Co llege in 

Capac it y Building at Addis Aba ba Ad ministrative Region. A descriptive survey study was 

preferred to investigate training performance of the Co llege in light of providing quality 

technica l and vocationa l education through the modular training that was g iven for trainees 

at co ll ege leve l both theory and practice inside Selam Children's Village. 

The subjects were se lected using stratified and systemat ic sa mpling techniques. The main 

tec hniques of data co llection for the study were questionnaires which were fill ed by 60 

respo ndents found in the Co llege and villages situated at Kotebe area. To supplement the 

data, interview with Management bodies, trainees and trai ners was made at the o ffi ce and 

departments. Simi lar ly, foc us group discussion was held with both trainers and tra inees. In 

addition, information was also collected fi'om training mod ules and other relevant 

documents. 

The data co llected usi ng questionnaires, interview and FGD was analyzed quantitatively 

using descr iptive statistics such as percentages and frequency distribution. The major 

finding of the study indicated that the Co llege was at the I'ight track to offer releva nt 

training to its users with the expectat ion of producing co mpetent man power in the middle 

level training program. More over quality products and services were expected by induc ing 

QMS to the Co llege training and customer satisfact ion was felt as mentioned by 

respondents. 

However problems in pro viding training were sensed due to lack of clear guide lines for 

work relationships and hence respo nsibility connict occurred ,direct participation of 

trainees in the preparat ion 0 I' materia Is, workable co liege manua I with tendency not to 

have it and purchase delay in need of material for special areas were the critica l ones. 

Based on these find ings, the results were assessed and recoml11endat ions were made. 

vii 



CHAPTER ONE 

1. INTRODUCTION 

This chapter addresses the int rocillct'ol')' p ,~ rt or' t'lle I lb ' II . I d " resea rc 1. t aS lca y IIl C U es 

background 0 f the study. statement 0 r the pro blem, pu rpose and significance 0 f the stud y. 

delimi tation of the study, limitation of the study, and operational de finition of terms. 

1.1. Background of the Study 

Education is a means which enhances the soc io-eco nomic deve lopment of a co untry. 

Thus, it imparts know ledge and skill to people who participate in the nat ion's overall 

deve lopment endeavo r. 

With this, (ETP, 1994:93) stated that "educat ion does not operate in iso lation: rather it has 

to be on full just with research, practice and deve lopment to contribute towards an a ll­

rounded deve lopment of soc iety." 

More over, Finch and Crun kilton ( 1999) pointed out that "educators fa vo r the integration 

of academic and techn ica l curricula." The educa tion and training of the so -ca lled 

knowledge wo rkers suggest that this integration trend will predominate in the twenty-first 

century. This is because lea rning sophisticated technologica l co ncepts which require a 

so und fo undation in prac tica l skill s and understanding of techno logy. 

In this regard. the opt imum leve l of skilled manpower can be obtained by a well orga nized 

system of education and training. And today a consensus has been establi shed on the 

abso lute priority of in vestment in human reso urces as the very foundation of overall 

deve lopment (Carnoy, 1995 :3). This is because; it has a primary ro le to play in establishing 

conditions co nvenient for successful development. 

Bearing this in mind, the human reso urce development. both formally and non-formally 

that TYET institutions are performing to the overall soc io- economy is a witness o f their 

beino strono fo rces in develolJment. Since 2000/01 a mass ive expansion of TY ET sub-
b b 

sector has been operational. The strateg ic thinking behind the expansion of the TY ET sub­

sector is to meet the middle-level human power demand of the industry, service sector 
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and commercial aoricuitul'e \\' 11 ' I lb ' '", . IC 1 lave eCO IllC very essential to the overall de ve lopment 

of the country. The impact up on quality TVET has bee n viewed in a f:worable light. This 

implies that there is a shift of beneficiary' s choice of education lI'om supply to the demand 

driven outcome or performance. TVET is an instrument for producing technicians 

equipped with practica l know ledge, who unlike in the past would be job creators rather 

than expecting jobs to be prov ided by the Government (ESDP- 111 , 2005 : II) . 

.1.2. Statement of the Problem 

As mentioned in the introduction abo ve, there is a shift of beneficiaries' choice of 

education from supply to the demand dri ve n outcome or pel·formance. But the region does 

not yet explo it it very well to contribute a lot for economic development. One of the 

reasons for th is might be lack 0 f su ffic ient middle leve I sk i lied man power for the industry. 

This is supported by different empirica l ev idences. Fo r exa mple, Gemechis (2007) and ILO 

(2009) stressed that entrepreneurs are surrounded by a number of challenges. This forces 

stakeholders in TVET to contribute a lot to the poverty reduct ion of the town, reg ion and 

the country as a who Ie. 

This study is dif ferent from those researchers di sc ussed above in that their fo cus areas were 

in all manpower deve lopment regardless of their performance. This study spec ifically 

emphasizes on the assessment of performance of Selalll TV ET Co llege in Capac ity 

Building in the case of Addis Ababa. 

Technical and Vocational Education and Trainings c rV ETs) are targeted to produce 

entrepreneurs who are able to create own jobs rather than seeking employment in any 

organization. That is why entrepreneurship training is incorporated in TVET Curriculum. 

This in turn leads to success or high performance. 

Entrepreneurship education is designed in order to support graduates. ex isting potential 

entrepreneurs to create and run their own business rather than expecting employment from 

government. private or NGOs. So as to develop entrepreneurial culture to all groups of 

society, entrepreneurship is given in different including Ethiopia in formal. informal and 

non-formal way through TVET colleges/institutes. 
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Selam TV ET Co llene is sa id to b k' "fi . , '" ' e ma IIlg slgnl Icant performance to pracllca l education 

in Addis Ababa (Se lam, 2010:29). Though various scholarly analyses ha ve bcen done in 

the area of education, only so me scholars have undertaken detailed analysis on the impact 

of TVET education towards developing capacity of the nation. Among the scholars who 

conducted on the performance of TVET education towards deve lopment are discussed 

here. World Bank (2006) argues that for reforms to succeed, close in vo lvement of the 

private sector at all leve ls -from po licy making to being in vo lved in running institutions. is 

critical and the government is working close ly with the private sector to move forward In 

transfo rming this vis ion in rea lity. 

Selam TVET Co llege as a deve lopment partner of the country has exerted considerable 

effo rt to develop capacity of the yo ung in Addis Ababa th l"O ugh prov ision of skills training 

in various programs on demand-driven and outcome basc to fit oraduates for the world of 
'" 

work. 

As a strategy, the significant increase In TVET enrolment has been managed by a 

combination of government funding. intensive short-term teacher training and building of 

TVET centers. However, the rational was still that of a supply-driven system. Brieny 

speak ing it is an input oriented de li very system of education. I-Ience, the future stages of 

the TVET reform require a paradigm shift towards a demand-and outcome-driven system. 

This ho lds not only for the tra ining itself, but for the management ofthc TVET system and 

its institutions as we ll. The dec iding factor fo r success is not input or supplies, 

performance (GTZ, 2006). 

As of November20-21 , 2006 meeting organized by Ethio-German Engineering Capac ity 

Building Program in Addis Ababa, it ,vas agreed amongst the nearly one hundred experts 

and practitioners from eleven co untries and four continents who attended the event that the 

Ethiopian appl"Oach to TVET reform and TVET financing are very much in line with 

international best practice in terms of perfonnance. 

All Participants who attended the meeting seem to agree that partnerships (among the 

public sector, the private sector and civil society) will be key in making any TVET reform 

process succeed (GTZ, 2006). 
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Among stakeho lders Se lam TYET Co ll ege is sa id to be the one which was exercising the 

new TV ET refo rm through mobilization o r necessary resources. 

I-laving sa id the above po ints as it has been disc ll ssed in detail by various scholars in the 

area of perfo rmance o f tec hnica l education rendered bv inst itutions there has been share of 
J , 

signifi cance for address ing education to the yo ung. the minority group who couldn ' t gel 

access to educa tio n and those who want to improve their li fe by ha ving bas ic skill s training 

in the area of technica l and vocat ional ed ucat ion in Selal11 TV ET Co llege. 

However, my foc us regard ing this st ud y is to strengthen the argument about the success of 

TVET in terms of per fonnance which the previous scholars dea lt du ring prov is ion of skill s 

training by Agencies thro ugh ed ucation in general and giving more consideration to the 

perfo rmance of Se lam TYET Co llege to Capac ity bu ilding th ro ugh education in it s 

pos iti ve se nse for the be nefi t of the community at large in Addis Ababa which has not been 

widely touched by fo rmer sc ho lars. 

1.2.1. Rcsearch Qucstions 

With thi s in mind, the study tries to answer the fo ll ow ing bas ic questions: 

How are the training programs of the co llege organi zed? 

2 How are the training programs co nducted? 

3 How do the trainees view the training offered? 

4 How far the training contributes to acquire the quality ofeducation and training? 

5 What major pro blems have been encountered in accomplishing programs? 
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1.3. Objectives of the Study 

L.3 .1. Gcncral Objcctivc 

This stud y is aimed to assess the performance of Se lam TVET Co llege in Capacity 

building in Addis Ababa, where as in particular it tr ies to focus on the fo llow ing speci fi c 
object ives. 

1.3.2. Spccilic Objcctives 

The spec ific objecti ves of the study are: 

• To assess the programs of Sk ills training offered by Se lal11 TVET Co llege 

• To assess the training programs (or the industry and manpower development 

• To assess the trainees view in re lation to the trainin o offered 
~ 

• To assess the training contribution to acq uire the qualit y performance of 

ed ucation and training 

• To forward possible so lutions and reco mmendat ions. 

1.4. Significance of the Study 

In general, the wr iter of this paper believes that the study: -

• Is able to make one aware that the college ' s perfo rmance to professio nal deve lop ment 

through training. 

• Will help to point out ways that Se lam TVET Co ll ege should follow in 

eliminating problems which arise in its performance toward promoting sk ills 

training. 

• Will serve as a spring board fo r a better and exhaust ive research. 

1.5. Delimitation of the Study 

This research was delimited to investigat ing the perfo rmance of Selam David Roeschli 

TVET Co ll ege and its units in the Addis Ababa Administrative Region. 
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Accord ino Iy. the researcher a I)) I" I . '. ., 
'" « I lec systemalic S<1mpl111g technique on the basIs of stratified 

sa mplin o in order to se lec t Sela -I' VET C II '. ' '" ( m . 0 ege and Il S unit s that were thought to have - ~ 

rich experience in conducting the skills training program. 

The specific location of this Co llege could be desc ribed as follow . 

• :. Selam Technical Vocational Education and Trainino Colleoe is located east o f Addis 
"" "" 

Ababa, spec ifically in Yeka sub-city, near I-lana Mariam Church loca lly called Kotebe 

area. 

The College was se lected on the basis its relation with other Co lleges and enterprises in 

the Capital in conduct ing the training programs. 

This research was also delimited to se lecting the participants of co llege leaders, Selam 

Village Officials, Co llege trainers, supervisors. trainees and so me graduates. Us ing 

systematic sa mpling technique, these groups of partic ipants were chosen since all of them 

were invo lved in the implementation the training programs in the Co llege and its units. 

Moreover, the researcher se lec ted these participants due to the fact these partic ipants were 

thought to prov ide rich and deta iled information on the problem understudy. 

1 .6.Limitations of the Study 

The quantitative research data collection methodology. in particular the cho ice of the small 

sample population through systematic sampling on the basis of stratified sampling method , 

considered as the main source of lim itation for generalizing the results of the research to all 

TVET population in the capital. The inherent weakness associated with this method can 

not be assumed as limitation free. Henceforth, cautions were made whenever extrapolation 

of tile findings from the sample to all of the TVET population was sought. 

All the responses of the interviews and focus group discuss ions are taken to be the 

representatives of the actual scenario. The limitations of semi- structured interview may be 

considered in terms of whether the data obtained renec! the actual facts grounded in the 

day to day practices. The limitations that are discussed may innuence the validity of the 

research in terms of the ability to generalize the results to the entire TVET respondents 

popUlation. 

6 



All interviewed TV ET respondents were from a TVET Co llege and it s uni ts in Addis 

Ababa. TV ET Respondents frOIll the government sc hoo ls and in other schoo l de ve lopment 

centers were not included in the research. These cho ices and dec isions of inclusions and 

exclusions were made in an effo rt to focus the research and limit its scope and a llow a 

degree of Feasibility to data co ll ection and analysis. TllUS these boundaries set in this 

research indica te its lim itation. 

1.7. Definition of operational Terms 

Technica l and Vocational Education and Training (TVET) is the study of technologies and 

related sc iences, and the acquis ition o f prac tica l sk ills. attitudes, understanding and 

know ledge relating to occupants 111 vanous sectors of eco nom ic and socia I 

life(UNESCO, 1999). lt is concerned with the acquisition of knowledge and skills fo r the 

world of work to increase opportun ities fo r producti ve wo rk, sustainable li ve lihoods. 

perso nal empowerment and soc io-economic deve lopment in know ledge economies and 

rapidly chang ing wo rk environments(Mac lean, 'N il son et al. 2009). 

NOli-formal TVET: inc ludes a ll sU'uctured short-and long-term TVET programs (run by 

different public or private pl'Ov id ers, co mpris ing different modes of deli very and durations 

of training) that are not reg istered as fo rmal TVET by the Ministry of Education , e.g. 

TVET in Co mmunity Skills Tra ining Centers , TVET pl'Ograms by NGOs, employer-based 

TVET , short-courses in co mmerc ial TVET schoo ls, etc (A mhara TVET strategy draft , 

2006). 

Perfonnancc: overall acti vities and operations performed by entrepreneurs in MSE m 

strengthening the ir enterprises (Mulugeta, 20 I 0). 

1.8. Organization of the study 

This research is orga nized in the fo llowing ways. The first chapter is abo ut the orientation 

of the research. The background to the research is ex plained first. Fo llow ing this. the 

statement of the research problems is described. Then the main research question and sub­

questions that are thought to be answered by the research are prov ided in order. Finall y. the 

. b' t' tile SI'O lll'Cjcance of the research. the resea rch problem, the delimitation and allll, 0 ~ec Ives, '" J J 
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limitation of the resea rch the c ia ·' fi . f' . . , , II Icat Ion 0 concepts and the organ Izat Ion of the chapters 

are presented. The second chapter, the literature rev iew. beg ins with the brief rev iew or the 

history of educat ion and tra ining at the g lobal and Ethiop ian co ntext. It at tempts to disc uss 

trends in the provis ion ofT VET, the benefit s o f skill based trai nings. the bencfit s of market 

based tra ining, the experience of countries in the implel11entation of training. the ro le of 

mot ivation in training, the measurement of trainin g, epistel11o logica l issues in performance 

of train ing, and implemelltatio n problems of the tra ining. 

The third chapter is the theoretica l fra mework fo r the practical tra in ing. It discusses the 

theo ries that are thought to be related with the research problem under in vestigation. 

I-Ience, the ma in theo ries ra i ed under this chapte r are Bandera's ( 1977) theory of 

observa tion ( im itat ion), Vygo tsky's theory ofZ PD. Lave and We nger's ( 199 1) contextual 

or the s ituated lea rning, Holl and 's ca reer theo lY and the co nstructi vist view of learning to 

describe the perfo rmance of train ing process. 

The third chapter is about the resea rch des ign and the methodology part. In this part , the 

rationales fo r choos ing the quant itati ve research methodology, the sources of the data and 

the reason for se lecting the peo ple to be researched and the inst itut io n are discussed in 

detail. 

Furthermore, the descr ipt ion of the data co llection inst ruments and their application in the 

resea rch are explained. The ethica l issues that the researcher is obliged to be abided are 

also discussed. The fourth chapter is abo ut the descript ion and interpretation of the data. 

The data co llected by the use of the various in struments di scLl ssed in chapter four are 

described in the light o f the research questions set. Eventually, the findings are interpreted 

and d iscussed. The fifth chapter attempts to sllmmarize a ll the steps of the research process 

and tries to elaborate the co nclus ions reached and the reco mmendat io ns fo rwarded. 

1.8,1. Description of the sample organization 

Selam TVET College 

Selam is a TV ET Co llege se lected for this resea rch . It is a pri vately owned co llege situated 

East of Addis Ababa- under Yeka sub-city administration, near Hana Ma riam Church at 

locally named Kotebe area., It was founded in 1986 within an area of 30, 000 meter square, 
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The founders o f this college were the Roeschli ' - husba nd and wife of Swiss 

humanitarians. Once they were living in Ethiopia establishing orphan village exact ly at the 

center of the current college campus. 

However, during the advent of the communist reg ime 111 Ethiopia, they went back to 

Switzerland . One of the orphans, Tsehay, who went with them. came bac k in 1986. After 

she had come back to Ethiopia. she founded Selam Children's Village. Later on. the 

children ' s village was promoted to Vocational Center in 2000 (SDRTVC, 20 11 ). Since 

then, the co liege has started tra in ing sk ill s. 

Later, since 2000 onwards, the co ll ege was named as 'Selalll David Roeschli ' Technical 

and Vocationa l Co llege' (SDRTVC, 2005) . It had bui lt wo rkshops in the campus including 

va rious machine , co ld forming workshops, woodwork shop, conventiona l foundry, meta l 

forge, heat treatment, sand blasting and powder coating faci lities . By the use of this 

fac ility, it was able to generate its own income. 

The college was one of the known private TVET Co lleges in the city. In conjunction with 

this, it won ECAE awa rd (Selam Broucher,2011 ldue to its high quality training 

performance on the Ethiopian TVET system. While thi s resea rch was go ing on, the co llege 

was offering tra ining on the following occupations and levels; General Metal Fabrication 

and Assembly-Level 1-4, Machining-Level 1-4, Auto Elec tric ity -Level 1-4, Auto Engine 

Service-Level 1-4, Bui lding Electrical Installation-Leve l 1-4. Building Meta l Works Leve l 

1-4, Industrial Electrical Machine Drive-Level 1-3 and Furniture Mak ing-Leve l 1-3. 

In addition to the above occupations, the college was offering short-term training on 

welding. It was also prov iding tailored training on food preparation to companies and 

individuals based on the ir training needs (S DRTVC, 20 II ). 

The college had an ' internal ' apprenticeship training program. on the college campus for 

all trainees. However, the 'external' apprenticeship training was applicable to trainees (for 

level one and above) who were assigned to the enterprises for so me times (even more than 

a month depend ing on the kind of occupation. 
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Chapter Two 

Review of Related Literature 

This second chal)ter is devoted to tl . . f I I · . le ,ev ,ew 0 t le re ated literature. It tries to present 

Some 0 r the fact s obtained so I'a,· n,·o ·· I d . ( ( m va" ous researCles an other sources concern 111 0 the 
" issue at hand . 

2.1 Education 

Education, acco rding to TGE (1994: 1-3), is a process by which man transmits hi s 

experiences, new findings, and values accumulated over the years. in his struggle for 

survival and deve lopment through generat ions. Education enables individuals and soc iety 

to make a ll rounded participat ion in the deve lopment process by acquiring know ledge. 

ability. ski lls, and atti tudes. 

In the present soc iety, education may be viewed as co mprised of two bas ic elements: 

Formal education and non-formal educa tion. 

Formal education is that which occurs 111 a more structured ed ucat ional sett ing. 

Representative of this element wo uld be schoo l and schoo l related activities such as taking 

a co urse, participating in a schoo l athletic event , or ho lding employment as part ora formal 

cooperative vocationa l education program. 

Informal educat ion, on the other hand, co nsists of that educat ion which typically takes 

place away n·o m the school environment and is not a part o f the planned educative 

process. Part-time vo lunteer wo rk in a hospital might bc considered as informal education 

activity. Central to thi s element is that ed ucation extends fa r beyo nd the four wa ll s of the 

schoo l and encompasses more than what is under a teacher's direction. 

Education in it s formal and informal spheres encompasses a great portion of one' s life. 

From early childhood through adulthood, opportunities ex ist for participation in forma l 

and informal education, and the extent of a person 's parlicipation often corresponds with 

his or her capabi I ities to perform va rious ro les in later life (F inch and Crunk i Iton. 1989: 78). 

Teklehaimanot ( 1999: I) asserts that education should be an endeavor to introduce the 

desirable change into a culture while steadily standing on it. 

The Constitution of the Federal Democratic Republic of Ethiopia declared that the 

Government shall have the duty to support, on the bas is of equality, the growth and 
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enrichment of cultures and tracl·t ·o · t'l . . '. . 
, , I I ns lat aJ e compatible with fundamental rights, human 

d ign ity, democratic norms ane! idea Is (TG E in Tek leha imanot. 1999:2). 

2.2 Goals of Education 

Superimposed on the formal and info rma l element s of ed ucation are two catenories that 
'" 

reflect the broad goa ls assoc iated with it. These two types of educational goa ls may be 

referred to as ed uca tion fo r life and ed ucation for earning a living. The two are not 

mutua ll y exc lu s ive. 

Dea ling with these two broad goa ls as separate entities is sometimes quite difficult. if not 

imposs ible. Basic preparation for life as part orone's high schoo l education may serve as 

foundation for post-secondary education or ea rning a liv in g. Likewise, education fo r 

earning a li vi ng, rece ived early in one's li fe , might serve to let an ind ividua l know that a 

certain occupation wo uld or wo uld not be satisfy ing to that perso n (F inch and Crunki lto n, 

1989:8). 

Mansfi e ld and Mitche l ( 1996:3) describe that the role and purpose of the systems and 

processes of educa t ion is to prepare peo ple for independe nt economic activity-it may be 

ca lled as the instrumenta l purpose, a mea ns to an end ; to empower peo ple to playa hill 

part as citizens in a democratic soc iety-this purpose is to do with access, choice, and 

equality of opportunity; and to enab le every person to deve lop his/her natural talents and 

capabilities to the full est extent-this purpose is to do with individual progress ion, 

improvement, and se I I' full fi limen\. 

The above goa ls of ed ucat ion can be put into reality by way of, among others, genera l 

educat ion and technical and vocational education. General education, according to 

UNESCO (2002: 17), is education which is main ly des igned to lead part icipants to a better 

understanding of a subject or group of subjects, espec ia lly, but not necessar ily, with view 

to preparing them for other (additional) education at the sa me or a higher leve l. 

Successful co mpletion of these programs mayor may not provide participants with a labor 

market releva nt qualificat ion at this leve l. Such programs are typically school- based. 

Programs with a general orientation and not focused on a particular specialization should be 

classed in this category. 

Vocational and technical ed ucation. on the other hand, is education which is mainly designed 
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to leilcl pilrticipalll s to acquire the I)' t" I 1. ' 11 " 
l ilC Ica S" I s, know-ho\\, anclunderstancllllg necessary [or 

c'lll pl ll\ Illent ill ,I parti cular ()CC UIYl ti on trade 0" I' , d ' .• . I gl OU P P nccupi'll Ion or tra es. 
Slicec ~ i'ul cOllllJlet ion or slIcll " '. I cI . 

- pi 01,1 dms ea s to a labor nHlI'ket relevant vocati onal 
qUfllilication reco" nizecl bv the com J ttl ," [' " ., . '" - - I e en flU t 101ltles 0 the country In which It IS obtained. 

Simil arl y, I-Io f'finan et al ( 19<)9 : 13) define vocational education and (Jenera l education as 
'" 

" tec hnica l/ vocational educat ion indicates education aimed at preparing thc student for work in 

a commercial or technica l I'ield, the Course content is practi ca l and enab les the student to emer 

the labor force. General educati on. on the ot her hand, prepares the studem for the nex t higher 

leve l of educat ion: the courses are mainly academic and theoretical ". 

2.3 Technical and Vocational Edllcation in Arrica 

The T Vr-: p()l i c i c~ lo ll o\\ed by the new ly independent Ali 'iea n countries were aimed at 

provid ing the m(l nagers and skilled labor IVhich these countries needed to support the grolVth 

orthe modern sectOI'. 

In the late 1970s, howeve r. the A rrica n econom ies entered a peri od or recess ion and economic 

crisis. T he grow th or modern sector employment slowed sharp ly as a result o f' spending cuts in 

the public sector andll1ass ive lay-ofrs to maintain producti vit y in the private sector. 

The consequence was rapid raise in unell1ploymem among you ng people, particu larly, those 

Who had completed their secondary schooling. Gradually. the structure of employment in sub­

Sflharan Ali'ica changed. w ith the rapid growi ng inrormal sector absorbing much of the labor 

force. 

Imponed mode ls of technical and vocati onal education, which were developed in a context or 

economic grow th. proved incapable or supply ing skill ed labor that meet the highly var ied 

requirements or AIi' ican production sys tems. A wave or criticism concerning the 

inefTectiveness and high cost of TVE began to be heard. and this form of education has been 

cfl lled into sharp questi on on the ground that it is poorly suited to labor mflrkets dominated by 

illlo l'ln al sectol' empl oyment. 

N umerous criti cisms ortechnical educati on and vocati onal training have been voiced over the 

PflS t decade. These may be sllmmarized as poor qua lity. very high cost, training not suited to 

actual soc io-economic conditions. disregard or informal sector 's needs. and disregard orthe 

labor market and or the high unemployment rate among graduates (Atchoarena and 

Delluc,2002: 37-38). 

Besides, G inna (2009 :20) states that in the 1960s and 1970s international development 

. [ ' I I tile World Bank had played a significant role in popularizing the TVET agenc ies, par tCU ar y ~ 
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system in va ri ous An'ican countries . Nevertheless. in the ro llolV ing decades. TVET came under 

strong criticis l11 and both nati onal and internCiti omli support had dcclined cons iderab ly. 

In recen t years. however. TV r:T has come back to claim a place oC importance on the agendas 

01' many in ternational orga ll izations and donor agencies. ;\s a result. policy makers in nlany 

!\Ii'ican coun tries as wel l as the internati onal donor comll1unity have renewed their perspective 

or the ro le ol'TVET as a key to create wea lth and emerge out or poverty by producing sk illed 

and entrepreneurial or employab le 1V0rk l'OI"ce. Thi is mainly because the 

need ["01' economic competi ti veness and techni ca l impro\emelll has rapidly grown through 

globa lization and the number or young peop le. \\'ho have cOll1pleted bas ic educati on but 

remain in pov"rt y with low socia l part icipat ion because 01' high level or unemployment. has 

increased. 

Studies aimed at examining TVET systems in developing countri es. particularly sub-Saharan 

A li' ica describe the sys tem as bei ng in a state or cris is already fOl" tlVenty years . Here two of the 

main challenges in TVET de li very system wi l l be referred to: quality and relevance. As 

eva luated by the AU the qua li ty ol'training is low. wi th undue emphasis on theory and 

,'C'llilic <ll iol l I'el lher Iha ll ' k dl ~ ilcq uisili(1n and pl'O licieIIC\' testi ng. Inadequate insu'uctor 

Ir ~ l illing . olhlllt:k 1I': lll l ing " qllipill en i. ilnd lack pf instnlclional materials are some or the 

1:ll"I(l I" 111 ,11 cllillhillc' IU rc'du,',' Ih" ef"i( .. 'cliveness or training in ll1eeting the req uired know ledge 

;llld ,ki l l, phicr t l' ," , \\ ' lIh rV' i'l'ct to l-elc vilnce. Illany slUdic .. rete I' to a ll1i sll1atch 

h,'I\lc','11 the Ir,l ining (l1"l<:Ted ,lIld Ihe sk il ls needed in the labor market. especia ll y In formal 

public Im ill ing, 

!-orm al public TVET de li ve l'y system orten does not pay enough alteillion to the market trend 

(G inna. 2009 :2 1-22), \Vanna ( 1998 :60) also w itncsses that the quality of training. espec ially 

Ilh",' gi'c'n ill \(le' ~ilil'"al ' lc'rl lllical , chools can bc alkctcd by the quality of instructors. 

(1l!,,'icu llllll. r,',(1111·( e',. alld <I.iln ini , t l'<ilillil . 

In Ile'\I lI l' lll " ( 11 : ln gc~ i ll Ihe 1:lhlll' nlarJ,;el. Ihe objecti ves ol ' tec hni ca l and vocati onal eciucation 

h;l\" bCL'On ll' 111(1re di ver e: Ih"y are no longer simply econom ic but also soc ial. 

including the light aga inst poverty anci the integrat ion or young people into tile working 

worlel . 

II 'I 'k"o 'ce "01' se lf'-emplovment anelto raise the producti vity orthe informal - ence. to lI'alll tie WOI ' 1'1 J 

sectOI' become two other major objec ti ves (G irIll3. 2009:21-22). 

" .', 1 I '1' 10ll'1\ til'll the inrras t ru ~ l u rc !l nd equipment ofTVE \1.111\ . \lrl\'.:: ll 1\.' c\l1 11l 11L':--\..I.) ll ~ l\"; I. I 
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i liStituti ollS an.: I(n the ill OS I pa rt obso l ·,t · . I . 
e e. Inac equate. <lI1d unab le to adapt to pri va te sec tor 

l'.'( lll'c tati ons ,md tec llnolo"ic-lI CI1'1 1" , N 
::- ' , I "e. I 0 country. howl'ver. ca n forgo tile erfart to tra in 

\OUl llLPcopk in thl' tl'chnica l skill - 1 ' I I 
. ~ ~ I eecec to 1ll,1ster th e 0ccupati ons of modern economies, 
Illlports or neI\' eq uipments w hich WO,I" , k 

' I "e l s IllUSt ' now ho\\ to use and mainta in necess itate an 
erlart to save thi s trainino S)' tem It ' r ' I' , 

'" ,IS 0 1 tllS reason that botll the Illlernati onal community 
nnd A fri can "ove l'llments have roc IS I tl ' , ' , 

'" ' L ec l ell allentlon on the questi on of how to reform TV E 
(Atchoarena and Delluc, 2002 :4 9), 

Most of the countri es in sub-Sa harall '\fj " , 'I I ' I ' " 
" r Ilca I egnl c tec 1Ili Ca and vocationnl educalion as v llal 

to their economic deve lopm ent. as this sector is assoc iated w ith acquisiti on or the 

quali fi ca ti ons needed to be cOlllpetit ive in the international <l ren<l, 

There are nl <1 ny movements underway in the countl'ies or sub-Snh<lran f\f!' ic<l to ch<l nge the 

content ofTVE and the wa)' it Ii.lncti ons, A ll actors <I re deliberat ing the questi on of which 

innovnl ions should be introd uced in these countries . in tile know ledge th<ll the results obtained 

w ill depend on not only theil' economic and soc ial environment but also cultural and historica l 

lactors (A tchoarena and De lluc, 2002 :57-58), 

2.4 Technical and V ocati onal Education and Training in Ethiopia 

Ethiop i<l has been hnving an alphabet of its own for Ill<lny cen turies <l nd it has been running its 

educ<l ti onal sys tem in relig ious inst itutions, This was go ing on until early twent ieth century 

when modern ed ucat ion W<lS introduced, Tow<lrds the end of the 19th Ceillury, severa l things 

<lccentu<lted the need for model'll educ<lti on, The v ictory of Adwa in 1896 resulted in ga ining 

internati onal recogn ition far the country so that several European and As ian countri es 

expressed their w ishes to esr<lblish embass ies and negotiate treaties, 

The war itse lr alerted Emperor M enelik II to rea lize the inadequac ies of church educati on if 

Ethiopia was to I'eillain independent. The innovati ons introduced. such as the format ion of the 

Council o f M inisters, the starting of postal, telephone. and telegraphi c systems. the 

establishmelll o f the state ba nk and printing pl'ess, tile constructi on of railway line. etc, all 

required a new type o f personnel or qualified civ il se rva ills (Aya lew, 2000:8), 

Academic education continued to be prov ided until 1936 without the vocational cUITiculUI1l , 

Immediately atier the li berati on. there was an urgent demand for trained peo ple to introduce 

11l0dern management and launch a program of reconstructi on, It needed technicians of all 

leve ls. managers. planners, engineel's. and other economic-oriented labor force, The illll1lcdi<lle 

response to this urgent demand was the establishment of technical and vocational schoo ls to 
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train and supply the critica ll y needeclt · · d . . . . 
. la ll1C people In the vanous arens 01 tec hnology (Gll'll1n. 

2009:26-27). 

The vocati onal/technica l schools established in the yea l'S 1940s- I960s (Wanna. 1998:57) were 

Addis Ababa Technical School ( 194?) '\dd ' Ab be' .. . 
- • r IS a a Ollllllerc ial School (1943). Addis Ababa Bli li cilng 

Trade School (1946 (Phased out» \ b \ .' I I " 
• f III a f gllcutura School ( 1946). J1I11I11a Agl'lcli itura l School 

( 1944). and Ba llir Dar PolYlechnic School ( 1964) . 

TVET was the most neg lected area in the history of the Ethiopian Educat ion System (FD RE. 

2005:5). However, s ince 200010 I a mass ive ex pansion of this sub-sector has been operational. 

The strategic thin king behind the expansion of the TVET sub-sector is to meet the middle leve l 

human power demand of the industry. serv ice sector. and commercial agriculture. which have 

become very essenti al to the overal l deve lopment of'the country. TVET is an instrument far 

produc ing technicians eq uipped with practi ca l know ledge. who unlike in the pas!. wou ld be job 

creators rat her than ex pect ing jobs to be provided by the Government. 

The objecti ve is to prov ide quality education and training in the TVET sub-sector. To this end , 

the curriculum was rev ised; skil l- upgrad ing training was given to TVET teachers. and 

expatriate teachers were etnployed to overcome th e shortage of teachers. In co llaboration with 

the private sector and gove rnment enterprises. an apprenticeship program was also introd uced 

to develop the skil l of the trainees bef'ore the ir deployment to the wor ld of work. The number 

of'TVET insti tuti ons has increased from 17 in 1996/97 to 199 in 2003/04 and el11'olment 

from2,924 to 106,336 out of which 5 1 .2 % are females (FDRE, 2005:5). 

2.5 Objectives of Technical and Vocational Ed ucation and Training 

Though expressed in different ways. TVET has the objecti ve of improv ing the li ve lihood of 

people by eq uipping them with the necessary knowledge. alt itudes. and sk ill s. UNESCO (in 

Berhanu, et ai , 1992:2) has put down the objecti ves of TVET in relat ion to the educat ional 

process. 

The objectives are to contribute to the achievemelll of soc iety's goals of grearer 

democratization and soc ial, cultural. and economic deve lopment, while at the same time 

developing the potentia l of individua ls far active participation in the es tabli shment and 

implementation of these goals; to lead to an understanding of the sc ientific and technological 

aspects of contemporary civili zat ion in such a way that men comprehend their environment 

d · bl f act,'111" LII)on it while takin" a critical view of' the social. political, and an at e capa e 0 ( '" '" 

. I ' I' t' l S of'scientific and tecll110100 ical change: to abolish barriers between envlronmenta Imp Ica 101 '" 

levels and areas of education, between education and development, and between school and 
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soc iety; to improve th e qualitv of I'!, b , " ' , " , , 
J I e) pelmlllll1g the Individual to expand hls/her intellectual 

horizons and to acqu ire and to co 1st I , ' , " , 
I ant ) lI11pl ove profess iona l ski lls and knowledge whil e 

a ll ow ing society to utilize the f1'uit s of economic and technological change for the genera l 

we lfa re. etc, Thus, UNESCO has placed high pri ority on TVET in promoting individual 

capabi lity and national development. 

In connecti on to this, the Natio nal TVET strat'eoy of' tl F I I D 'R bl' ot' 
C ' ", le -eeera emocratlc epu IC 

Ethi olJ ia mentions. amono othel's c 'eat' I f' . I ' I ' , , '" ,I C Ing ane Ult lei e evc lop lllg a comprehenSive, Integrated, 

outcome-based, and decentmlized TVET system for Et hi opia; strengt hening TVET 

institutions in view of making them cel1lers for technology capabi lity. accu l11u la ti on & transfer: 

improving the quali ty of TVET (formal and non-formal) at all levels and making it respons ive 

to the needs of the labor market; strengthen ing the pl'ivate training provision and encourag ing 

enterpri ses to participate in the TVET system: and bu ildi ng the necessary human capac ities to 

effecti ve ly manage and implement TVET (MoE, 2008: 12-1 3). 

While pul'ting into pract ice the objectives stated above, the fo ll ow ing principles wi ll guide and 

def'ine benchmarks for the further development and imp lement ation of the COll l1lry's TVET 

system, These are demand-orientation. quality & I'elevance, equa l access and eq ual 

opportunity. permeability, nex ibil ity. li fe- long learni ng, gender sens iti vi ty. contribu ti ng to the 

fight aga inst H IV 1 AIDS, and contri buting to environmenta l challenges (MoE. 2006: 1 0-12), 

Any development program in a given count ry, whether it is economic or social, presupposes 

the avai lab ility and the competitiveness of ski ll ed workforce (UNESCO in Befekadu.1993:12), 

In sum, TV ET is I'equired to prov ide sk illed labor force to meet the needs of the labor mCll'kel. 

This sk ill ed labor fo rce is bad ly needed for the economic and social deve lopment ora count ry, 

To li ft the country out of poverty and put it in parity with other developed countries, there is a 

concertecl errort being made by the government and other stakeholders to use ed ucat ion and 

training as an effect ive vehic le for soc ietal development. The government of Ethiop ia took a 

number of steps in the areas of ecl ucati on and training since it came to power in 199 1, 

Since the introduction of the ETP ( 1994), quantitative changes have taken place in the areas of 

education and training. The most signifi cant changes that took place between 1994/95 to 

2004/05 which include. among other things. student enrolment in technica l and vocationa I 

education and trai ning from 2.338 to 45.417 (MoE. 2004 /05) , 

Despite the encouraging results achi eved in enrolment increases, the grad uates of the TVET 

t t·,· f' sllor't'aoe of reli able knowlec!oe sk ill s and altitudes mainly due to a training sys ern su er 1'0111 c", c '" , . 

program that lacks quality and re levance as stated earlier due to numerous bottlenecks, 
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2.6 Institutional Factors that Affect TV ET Training 

There are many factors th at a ffec t TV ET - " T 
tralllillg. hese can be broad ly categorized illlo two. 

They are insti tutional lactors and non- ills tl'tllt'I O 1 I ~ t- I " I 
I a lac ors. Ilstiluliona fac tors re late to all 

those facto rs li ke human reSOurce fa 'I't' . I ' . . . 
• < CI lies. materia s. serv ices. etc whic h are assocJ(1ted wnh 

the institution. Non-i ns titut io nal lactors 0 11 tile tl . I I I " 1·,·" '1 
' . 0 lei lanc. are t lose mctors Ir;e ,ami Y 

backo round. hea lth. diet. etc th at af,'e t-tl .. . .. . . . '" . .. ." c le li allllllg plocess. In thiS study. only the Instltulional 
fac tors are incl uded and are mentioned as lo ll ows. 

2.6.1 Hum a n Resource Related Factors 

These facto rs al'e directly re lated to the human popUlation withi n the inst itutions. The 

fo ll ow ing sections try to revea l how the human resource i"aclOrs play ro les in the trai ning 

process. 

2.6.1.1. Hum a n Reso urce Developm ent for TVET Management 

As stated in the Ethiopian TVET strategy (2008:39) Apa rt fro m building the competence of 

TVET teachers/i nst ructors, suffic ient reso urces and effo rts will be in vested into human 

resource development acti vit ies among TVET ad mi nistrative and management staff. This 

inc ludes those stakeho lders in vo lved as council and board members at diffe rent leve ls in 

the governance of T VET too. Ta ilor-made training and/or awa reness creation programs 

will be draw n up. Spec ific ta rget groups fo r such human resource deve lopment inc lude: 

Members ofTVET counc ils at fede ral and state leve l Acl mi nistrat ive stafTand TVET 

executive bod ies at federa l. state, Zonal and Worcda leve ls, fac ilita tors of occupat ional 

standard selling and assess ment item deve lopment , assesso rs in the occupat iona l 

assessment system, heads 0 I' TV ET inst illitions. members 0 f TV ET inst itut ion 

Management Boards. 

In Reo ional leve l thin os which are listed above are similar with the Federa l TVET po lic ies 
'" '" 

and strategies. But there are so me po ints which are not practica lly applicable. These are 

like: Hiring is done in Reg iona l TVET bureau but not in TVET institutes . This indica ted 

that we can say that decentral ization is not fully applicable. 

Therefore, in order to so lve shortage of trai ners there must be zonal TVET departments 

like general education. And also there are no clear guidelines to retire employees because 

most TVET inst itutions are new. For example Se lam TVET institute among 

these TV ET institution in the capita l. In addition to this there must be ass igned quality 

Cool'd,"lators to fo llow quality training in these TV ET institutions to assurance process , 
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ha ve practica l application as stated in the policy (MoE. 2008:38), 

2.6.1.2 Management of Technical and Yo . f . I E I ' .. C,1 IOn,1 'l llcatlOn and TralJlIng 
In order for voca tional educat ion to be .. ' I 

calilec out properly. one of the preconditions that need 
to be fulfilled is the ex istence of ffi ' . e IClent management. espeCially human resource 
l11 ana<>ement. Williams (2006 '20"'-?04) I . 

'" . .J - states t 1m people need to be managed In the same way 
as equipment. materi als. and inforl'11at·· I ' , Ion ale managec. However. people are ulllqlle and 

special resource and manag ing them is not simply a COlltl'ol pl'ocess M ' I . , , anaglllg peop e IS a 
cha ll enging task. To this end, Cheat le exp lains as follows : 

Above all else, oj course, managing people is a 

dynall/ic, endlessly changing, cOlI/plex. and SOIl1 

a downright fi'1. ls/rating business (Cheat Ie. 200/,' I). 

If technica l education at a ll leve ls is to function efficient ly and if there is to be a constant 

attent ion give n to ensuring the quality of instruction. highly competent ad ministratol's and 

supervisory personnel are a prime condition. Although both adm inistrators and supervisors 

should be drawn from the ranks of experienced teachers. the know ledge and talents needed for 

performing the ir tasks are different. In-service courses on the post-graduate leve l for 

teachers of proven ab il ity are an exce llent way of prepa ring these directors. Also. just as in­

service training of va ri ous types-particularly the conference or seminar-serve to bring teachers 

together for discuss ion of common problems and mutual stimulation. so these types of courses 

may serve the same function for ad ministrators and supervisors. In add ition to a thorough 

knowledge of the teaching profession, the ad ministrator needs a certa in bread th of vis ion as 

well as know ledge of handling certain problems of admin is tration. 

He will be dea ling with teachers in a number of di ffe rent specialties (UNESCO, 1973: 175 -

I 76).Trainers are one group of the hum an resources avai lab le in TVET institutions. These 

have to be properly managed in ord er to let them contribu te their best. According to a report 

by UNESCO ( 1994:3 I), teachers at all le ve ls of ed ucati on require regul ar opportunities for 

further study, for both personal and profess ional growth so that they can mai ntain their 

commitment and moti vation. update knowledge and skills. be exposed to new curricula and 

teaching materials, and have access to a reorientation program if they wish to move into 

diffe rent field of teaching. 
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Teachers have to be treated as indi v iduals R ' I" . 
, . egal C IIlg thiS. A nderson writes : 

Teachers are repec, I > II I I . 
I (;~ Y 10 ~ 10 Ireat Ihel/' sllldelllS as individ llals 

However all leacher ' I '. II . 
, S yplca yare given lhis advice in exaclly 

same l ilav Thai is we c . . I j' ./ . - . . onSISlel1l y C/{ . 10 recogl1lze individllal 

differences among leac/ . . I ' ' . 
. lei s even as we a~ Ilion Ish Ihe/JI 10 adj llSllhelr 

leaching 10 individ ual differences a/ll ong siudenls (A nderson, 199 J :91j. 

Effi cient rnanageillern can perforlll the above stated acti vities and retain TVET trainers in it 

respecti ve instituti on. T he issue of supervision is wonh mentioning here. Good supervisors are 

th ose who know w hat they are doing and are committed to getting a j ob done. yet are fr iend ly 

and pleasa nt to work w ith employees. 

Generall y, supporti ve school leaders are cognizant of the inlluence of their leadership style 

anclthe profess ional culture they create in their schoo ls; they know that they have an important 

ro le to play in the evo lution o l"moclels of good prac tice in teacher attent ion . 

Capitali zing this po int. Coe ( 1973 :77) stresses that a quality program is administered and 

supervisecl by personnel w ho are educated and experienced in vocat ional educati on. who 

understand the needs of pup i ls and the needs o f" busi ness and industry, and who are ab le to 

work effectively w ith employers, labor. other schoo l offi cials. and employment and soc ial 

agencies . Some o f the present problems in vocational education have been created by well 

meaning people w ho lack suf fi cient experience in vocati onal educat ion to develop and 

maintain quality programs. T here is rea l danger when such person also have the power and 

authority to make far-reaching decisions. 

Any system of voca ti onal and technica l education requires some form of inspection or 

supervis ion to ensure that the quality of teaching is as high as poss ible. and that it conforms to 

national standards. Provision for some type of supervision should then be an integral pan of 

planning in vocational and technical educat ion. as ev idenced by the ILO Recommendati on on 

the subject: ' The teaching staff of tr 'a ining instituti ons should be regularly inspected or 

supervised by the competent authoriti es w ith a view to assisting them in their work and 

improving the instructi on g iven.' 

" 
11LIIllber of duties . He must ensure that teachers and The superv isor or inspector per orms a 

administrators are performing their functi ons properly. But his most important function is one 

I Id be IllLICll more than simpl)' an educational watchdog (UNESCO. of gu idance: he/she s lOU 

1973 : 180-181 ). 
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The management is expected to estabr I . I . 
c IS 1 pi oc uctl ve schoo l-community relations. Altering the 

form and runcti ons of the school is the reS IJO 'b' I' , ... I . ' -
nSI I Ity 0 t Ie soc iety (Land ers and Myers. 

1977:340). They continue: 

The school doesn 'I exi"1 . " I ' ' " 
• J 117 a \-(IC/I/lIII . I IS a soclcil I17sllf llliOIl -([I 1 

agency by lI l liclt a desirable social need may be /IIel-and Ihere/ore 

is a meallS 10 all end, 1/01 Ihe end in itself (Lal/ders and !'v!yers. 1977:3-10/ 

An administrator should not only be good in the process of im plementing the schoo l 

curri culum and utili zing the school finance e ffect ive ly. but also he or she has to be exce llent in 

comillunicating with the schoo l boa rd . concerned tax payers' group, or the staff (8 agin and 

Gall ag her. 200 I : I ). 

Finch and Crunkilton ( 1979: II ) ex press the importance or schoo l-community relations ror 

vocat ional ed ucation. Vocat ional educa tion is charged with the responsibili ty of maintaining 

strong ties with a va ri ety of' agri cul ture. business. and ind ustry-related areas . In fac t. strong 

schoo l-co illmun ity partners hi ps ex ist in many loca les. Since there are a number of potential 

"Customers" in the community. who are interested in products (graduates). the curricululll 

must be respons ive to community needs. Empl oyers in the commun ity are. li kewise. ob li gated 

to indicate what the ir needs are and to ass ist the school in meeting these needs. Th is assista nce 

might consist of empl oyers serving on curriculum advisory committees, donating equipment 

and materinl s to th e schoo ls. or providi ng workstat ions in the community for students enroll ed 

in cooperati ve vocati onal educa tion. Whatever re lationshi p ex ists betwee n the vocational 

curriculum ancl the commu ni ty, it should be recognized that strong school community 

partnershi ps might often be equated with curricu lum quality and success. 

In this section, it has been emphas ized that the management or TVET can innuence the 

prod uctivity of the inputs of training including human resources. The management should be 

well equ ipped with both how tra in ing should go on and how people should be treated if the 

maximulll benefit is to be obtained. In addition. the import ance or establi shing close and 

pos iti ve re lat ionships by the management with the nearby cOlllmunity has been give n due 

attention 

2.6.1.3 Interpersonal Relationships 

Management is about ge!1ing the best out or people to achieve objecti ves. Managers are 

' . d d b I I." e of their teams Therefore. the manager needs to focus on the JU ge y t le perlormanc c . 

. I I' I ' 'tll 'n the team Mullins as cited in Williams ex plains it as fo llows II1 terpersona re allons lipS WI I . 
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Harllloniolls \\lorking 'el . I ' 
I C/Ilons lipS and good /e({11/ "'ork 

help make lor a high level ols/aj/morale and " "Ork 

peljcmnance (Williallls, 2006: 18). 

Thus. in orde r fo r a ll the !:! roup member ~ . '" 
~ s to 0 1111 good wO I'klng relat IOnshi p. the manager has 

to form good re lati onships with his/her tea b 
" III mem ers and colleagues and encourage the 

development of producti ve worki no . I ' I . I . 
'" Ie alions lipS. T liS means valuing each individual within 

the team, behav ing appropriately show in D respect· '- . d k . , '" . I ecognlz lng an ac ' now ledglllg 
contributions [i'01ll ind ividuals and the t I I . 

eam as a w 10 e. A cilinate of openness andtrusr wi ll 
help to foster Dood workino relati onsh' I · I . . . . '" "" IpS ane suengt len the team abililies through cooperati on 
and mutua l support. The nl'l naoer ca n do t·l · tl' I' I ' " , ' "" liS 11 oug 1 legu ar open COlllmUnlCatiOn With the 
team. encourag ing ind iv idua l deve lopment. in vo lving eve ryo ne in 

dec ision as approp ri ate. The capacity to fo rm good relationships IS dependenr upon the 

effectiveness of an ind ivid ual"s interpersonal sk ills. 

Be ing aware of what is involved and str iv ing to re fin e and improve these skills can only bring 

benefit to the manager. the team, and the orga niza ti on as a whole (Will iams. 2006: 11 8-11 9). 

The exis tence of good interpersona l relationshi ps leads to high leve l of employee moti vation 

ultimately resulting in higher producti vity. From among the techniques that enable managers to 

establish good interpersonal re lati onshi ps within their tea ms. parti cipat ion and communicati on 

are worth menti oning. 

Communi cat ion is ex tremely important factor in the workp lace. I f employees fee l com fortab le 

with their employer, it not onl y crea tes a good atmosphere to work in. but also it fac ilitates the 

fl ow of ideas and informatio n. If an employee is having a prob lelll. a communicative l11anager 

is more apt to know about it. Comm unicating in vo lves listening attenti ve ly, and counse ling as 

what the right course of ac ti on Illay be. Communicati on can come in many fo rms. Some 

companies choose to have meetings, and if done right. meetings can be a great place fo r 

interornce communication (Noe et al. 2000:40 I). 

This part of the literature rev iew was directly related to the tas k of management. For better 

in terpersonal relati onships to preva il in a training institution. the management has to take the 

lion 's share. Work might be accomplished in the absence of good interpersonal relati onships 

Nevertheless, this cannot be satis factory and sustainable. It is comll1 on know ledge that people 

perform better when they are treated in a friendly manner. There should be effective 

cOlllmunicati on and problems that may arise in the course of discharging responsibilities have 

to be solved on the spot by way of open communication. 
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2.6.1A Tnlining Staff 

One orthe important principles used t Hi . _, 
. . 0 c e lIle the quality of a 1 VE r program is related to the 

preparation 01 adequately trained teachers I 1 " 
anc ot leI' profeSSIOnals who shoulder the 

responsibility of preparin O' students . I I' . . 
'" Will qua Ily marketab le sk ills for the dynamically 

changing world of work. Accordinll to tl ' .' . I " " 
'" liS pllnclp e, quality rVET programs are distinguished 

by having a highl v trained eX IJerienced t I . II . , . ec mica y competent. and enthusiastic stan' including 

the coordinators. teachers. counselors. and all others who ass ist them in the instTuctiona-1 

process (S trong, Wenrich in Antonios. 2006:38). 

Teachers. coordinator and counselo' [. I' 'I'VET 
. • CIS 0 qua Ity programs are expected to be masters 

at th ei r 1V0rks, thoroughly sk ill ed in every phase of theil' occupation. and lVell-informed 

rega rding all technica l matters relating to their practices . They have to be able to teach and 

oriel1lnot only the ski ll s and informat ion of the occupation. but also should guide, advise. and 

stimulate the leal'l1ers. 

Atchoarena and Delluc (2002:62) discuss that trainers/teachers playa crucial rol e in the supply 

of high-quality technical and vocati onal education. In this sector, instructors need firsthand 

industrial experi ence. In most cases, hOlVever. they have little or no contact lV ith the 1V0rk 

place or wit h new technologies. Thus, they rarel y have the possibility of updating their stock of 

knowledge. Some countries have taken measures to make teachers aware of the ne w 

technolog ies and the new skills. IVhich wi ll be required of pupils when they enter the labor 

market. 

UNESCO (1997 :71-72) on its part emphasizes that the sllccessful implementation of TVET 

programs very much depends on the ava ilability of well-trained and experienced TVE teachers. 

A major constraint in the vocationali zat ion of curricula in A[j'ica has been due to the lack of 

such personnel. I n several areas. due to low pay. it has not been possible to anract the right 

teachers to these areas as most qualified TVE professionals olien opt for deployment in 

enterpl'ises or self~employment where incomes are more attractive. Once recruited. TVE 

trainers should be offered opportunities to advance in pursuit of higher ed ucation and training 

and to peri od ically take re-training either through enterprises or in specia lized institutions to 

keep current in their disc iplines. 

The quality of technical and vocational education depends in part on the efforts made by 

governments and TVE instillltions to obtain well-trained teaching staff. With connection to the 

issue of quality TVET, Coe (1973 :78) demands teachers to be masters in their occupation and 
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complete teacher-trai nino prOIJrams whe' I I 
'" '" C Ie tley earn how to il11part their knowledoe and skills 

to students. '" 

Boe and Gilford In Zenebe and Wossenu (1999 '17) I 
. la ve defined five cOl11ponel1lS of teach 

equality. These are teacher qualification ( I . • .. 
suc 1 as certlti calion In degree or diploma). tested 

ability (pass scores in the apt itudelelll rance test ff" I . . . . 
s 0 elee at teacher preparation Inst itut IOns). 

demographic matching of teachers and st d C' . 
u ems I.e., representat ive diversity in race/ethnicity. 

oender and age that is relevant in c1assro ' , . . . 
'" C om Intel actIOn). teac her professIOnalism (activities for 
teachers that enhance the att rac ti veness of the profess'lo ) ' f' " . I I I n . I lor Instance. teac lers are p acee 
in kev deci sion makino roles as ill pl'OO' . I ' . 

" '" C ",lams In vo vll1g mel'lt pay. career ladder, and/or peer 

eva luati on. it is assumed that they typ ica ll y entai l enhanced profess ional responsibility and 

ultimately job sat isfact ion, and classroom teaching practicc (exce llence in delivery of subjects). 

Ski ll ed teaching has a strong pos iti ve impac t on pupi l achievement. Saylor and 

Alexander( 1954: I I I) stress that teachers may play the parents' roles in providing affect ion, 

securi ty. and status. By doing so. they can avoid the aggravatio n of estrangement. Based on a 

recent study in Pakistan, UNESCO C 1998:33) expla ins that investments in improving the 

teacher' teaching methods and the exposu re of the students to teachers is fa r more 

advantageous than any other ac ti vities like improv ing phys ical in fras tructure. Students achieve 

beller results when experi enced, we ll prepared. and hard-work ing teachers teach them 

(Ca illods and Postlethwaite. 1995: 16). 

Melaku (2000: 15) discusses that educational systems are always expected to mai ntai n an 

improve the effectiveness and efficiency of their stafr members. It should be noted that 

significa nt improvement of' education cou ld not be accomp lished wi thout adeq uate effort at the 

in-service training of staff personnel; espec iall y teachers. The staff is the heart of the operat ion 

of schools. Money, materials. time. space, fac ilities, and curri cula-a ll of these are importalll, 

too. But initia lly, in process, and ultimately, the ability of the staff is crucia l. 

One of the most effecti ve ways to bring about curriculum changes, teaching improvement and 

the profess iona I growth of teachers is through we ll-organ ized i n-serv ice tra i n i ng 0 f teachers . 

In-service training programs to teac hers shou ld include acti vities that are likely to develop 

teachers ' sk il ls in teaching and in the use of di versi fi ed and modern teaching technologies that 

can encourage teachers to adopt va rious modern methods of eva luating student performance. 

tl . d t' . g teacllel's' ski lls or knowledoe in their teaching subj ects. that would lat are a line a II1creas In , '" 

bl I 'k a t'ealll I' ll solving instructional prob lems which are of common ena e teac leI'S to WOI ' as , 

concern to all staff, that would involve teachers in contributing to the development of the 
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educati ona l objectives of the school I 

S) stem, and that wou ld deve lop an understanciin g in 
teachers of the functi on o J' educa ti on" . '. . . -

In Soc iety. and ItS relationship to SOC ial. econOllllC. anci 
governmenta l stru ctures . 

Bes ides. skills and competencies nece . . . 
. ssalY to meet the chall enges of TVET teac her tra llllllg 

will not be achieved through the trad itional fo rms of TVET teacher-trai nin o curriculum and 
'" del ivery and its systems A multi-d'llllells 'lo lla l . I ' . . . , app l oac 1 IS necessary to mect the oblectl ves. 

These wi ll inc lude, accord i ng to UN ESeo ( 1997:39), pre-service and continuing teacher 

ed ucati on th rough formal and open learning systems: more broad-based and fl ex ible teacher 

tra ining curri cululll rep laci ng sk ill-specilic trai ning programs: integrati on of traini ng and 

education in cooperat ion with industries and private sec tors; li fe -long fl ex ible learn ing to 

enab le the teachers to meet the demands of hi gher and varied demands of the teaching job; 

know ledge and sk ill s of' using new techno logies of tra ini ng and education includi ng the 

computers; development of mu lt i-lingual and commu nicat ion skill s; and increased emphas is on 

development of work ethi cs. teamwork, human va lues. anci other non-technica l competencies 

li ke leadershi p, time ma nagement. enviro nmenta l awa reness. etc. 

The way inst ruc ti on is carri ed out in fl uences the training process. Genera ll y. it is believed that 

teachers should use the app rop riate trai ning method fo r a given content. The success of a 

TVET program large ly depends on the competence of its teC1chers to se lect and use the right 

instructi onC1 1 methodo logy fa r the teac hing of C1 pC1 rti cular sk ill. As most educators agree, ihere 

is no unique and best teac hing method fo r the instructi on of all types of objectives in va ri ed 

practica l circumstances. 

In this regC1 rd the method whic h may be cons idered the best for one teacher in a certain 

situat ion, for C1 part icular sk ill may not be the best fo r others in differe nt circumstances. 

However, most ed ucators agree that TVET instruction becomes more successful when it is 

carr ied out in a student-centered mastery lea rn ing approach by emphas izing on the students 

performing practi ca l act iviti es. 

Nevertheless. accord ing to UN ESeO (2002:7). there are sti II world shortages of teachers. still 

large numbers of unquali fied teachers and st ill many who need fUl1her profess ional 

d . d . . tl ey \vol'k I n much of the South and espec iall v in sub-Saharan e ucallon an tra ln111g as 1 . • 

AI" d S I A' 'ob leills of teacher SUIJpl)1 threaten the attainment of the education I'Ica an out 1 sla, pi 

E I '1 . e louoh teachers too many of them are untrained or undertrained. targets. - ve n w lere t lere al e I ",' . 

and the quality of training is often itse lf inadequate. 
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Good vocational training requires instruct . . 
., . 01 s who have technical and pedagogical skills as well 

as IIldustnal work expenence. Such inst · t.. . 
IUC OIS ale expensive to train or attract to the teachino 

profess ion. Without qual i fied terlchers t.· . " 

1998:61 ). 
, . lalnlng programs could not be effective (Wrlnna. 

I n this part , it has been tri ed to emlJhas i- . tl I . . . . . 
ze lat t le availability 01 other resources is unless there 

are well-trained and motivated trainino t ff' . I . 
b sa , especla Iy tralilers. Moreover. the current state of 

trainers and other trainin o staff' has be ' . d . ' . 
b en examine. It IS IIllportant to carry out tasks that enable 

trainers to keep abreast of new t· I I . I ec lno oglca developments and new methods of 

teaching/training. There are many ways ofenhancino tT"I'l'" k' ll kid I ' d 
' ::>" I ci S S' I s, 'nowe ge. anc attltu es. 

One of them is a we ll-organized and well-thought in-serv ice teacher/trainer training. 

2.6.1.5 Guidance and Coullseling Services 

There are many services recommended to be made available to students of school systems. 

However. guidance and counseling service may constitute the onl y student personnel services 

offered in many of our schools . This service is more typically found in secondary schools. The 

bas ic purposes of guidance and counseling program are to assist students to understand 

themselves, and to realize their potentialities more fully. In order to achieve these objectives. 

the program should prov ide to the student a set of services. The guidance and counseling 

program offers a set ofservices designed to help students undel's tand thel11 se lves (appraisal), as 

well as their immediate and future environl11ent (orientation, educational and occupational 

information), and to reach decisions which wi ll fully utilize their pr~sent and future capabilities 

(individual and group guidance and counse ling). In addition. a good guidance and counseling 

program provides ass istance to those students seeking a job or a college which will be 

appropriate for them (placement), and checks wi th them periodically after they have left school 

to ascertain the effectiveness of the school's assistance to them and their need for further help 

(follow-up) (Melaku, 2000:25-26). 

Guidance can involve all types of life situation-personal. soc ial, religious, and occupational 

.Guidance is , in general, a set of services or programs, which aids people to solve their 

problems. The guidance program is based on analysis of the individual needs; the provision of 

information; counseling; placement of educational, job, and soc ial ; consultation; follow up: 

and research and evaluation (A bosetugne, 2000:26). 

Melaku (2000:26) goes 011 to write that both teachers and school counselors have the 

'b'I' I' I's '111 the guidance and counseling program. More specifically. he responsl I Ity to pay 10 e 
. I I' I' Sl10WS concern for and assists the planning of the student's mentions that tile sc 100 counse 01 
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educational. career, personal and soc' I I I 
. ' Ia e eve opment ; (l ids the student in se lf-eva luation .self 

understandlllg, and selr~directi on e bl' . 
. . ' na IIlg hlill to ma ke decisions consistent with his 
IIllmedl ate and long-term ooa ls' enCOlll'a I :;" ,"es t le Studellt to .. . . . . '. ", partiCipate In appropriate sc hool 
actiVities with a view toward increasi no I·... . 

:;, liS efl ectl veness In personal and soc ial ac ti viti es ; 
encourages the stud ent to plan and utilize I' .,' . " . . 

. . '. elsule time ac ti vities and to Increase hiS personal 
satisfaction; ass ists In the student ' s adjustme lt t I I ' . 

' . I 0 SC 100 and eva luates IllS academic progress; 
assists the student In und erstandino his strengtl k _ . . .. 

:;, lS, wea nes~es. Interests, va lues. potentialities. 
and limitations. But some trainees are assioned t fi'll r.·· . . . 

:;, 0 Ie e so tlalnlllg that are not of their Illterest 
as they are not g iven the chance to choose the fi eld Of stllelv As ' . TVE"r' r- II 

J ' signing - tralllees tOle e s 
of study without their choice mav lead to the clevelol)llle -t t' . . d I 

o n 0 negati ve atlltu e tow are s their 
fi eld of study (Desta , 2008:71-73). 

Guidance should not be provided on a haphazard manner. Guidance has basic principles. 

According to Pecku in Abosetugne (2000:28). the basic principles of guidance are: guidance is 

for all students; guidance is a program for all ages ; gu idance must be considered with all areas 

orthe student ' s growth and deve lopment; guidance is based upon recognition orthe 

dignity and worth o rthe indi vid ual; school guidance program must be relevant to student needs 

and characteristics; guidance should stri ve for cooperation and not compulsion; and guidance 

is a cooperative service in volving diffe rent groups of peop le. 

Seleshi (2000: 18) di scusses that the Ministry of Ed ucati on could not assign counselors to 

schools, espec ia ll y in remote areas due to shortage of wOI'k force. In such schools, teachers 

hav ing less teaching load were se lected and assigned as counse lors. But because these had no 

any training in guidance and counseling courses, the services these individuals used to give n 

were not satisfactory. Even in those schools where counselors were assigned, there was a 

difference in terms of the services provided. Some of them were with a backgrou nd in 

psychology and the others had sociology and soc ial anthropology. Those who had taken 

psychology courses had better performance in their jobs. 

In addition to guidance and counseling, the schoo l is expected to provide hea lth service. With 

regard to this, Melaku (2000 :26-27) explains that the importance of health services has long 

been recognized in education, but the implementation of the program to that end has frequently 

been limited. The primary function of school hea lth services is to assess and 

d· I I It I t- t- of stllclents in a school and to work with teachers, parents. school lagnose t le lea -1 s a us . 

d .. t t d tllel's to pl'omote better student health habits and practices. School a minis Ta -ors, an 0 - -
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administrators and teac hers need to recoo ' I .. 
. '. ",nl ze t !at the condItI on ora stude nt ' s health afrects hi s 

ed ucatI onal motI va tI on and perforrn anc ' I 
( e In sc 100 1. Co-curr ic ul ar activ ities should also be 

managed in the schoo l. Some of the ob ' , 
jectl ves of' co-curricul ar programs are to help a ll 

sllldents lea l'l1 how to use the ir le is ure f . ' 
Ime more wIsely, increase and use constructi ve ly 

whatever unique ta lents and s kills the I . , • 

) possess, develop new vocatIOnal and rec reatIonal 
interests and sk ill s; and deve lop a IJOs it ive tft d 

a I u e toward the va lue of these act ivities. increase 
th eir know ledge or and ski lis in fu nc ti oning as a leader. 

This section discussed the services thounin to be ava 'i bl" I I TI ' f '" I a e In sc 100 s. lese comprIse 0 such 
services as guidance and COl lllsel ino hea lth and co Cll .. ·c I ' . , , tv! ' I' "" . ( - II I U al actIV ItIes. ost IInportant y. It 

stressed guida nce and counse lin o Under this tOIJI'C tile I'o les f' tl I I I I b ' 
"" . 0 le sc 100 counse or. t le aS lc 

principles of guida nce, and other related issues were trea teel 'I' lle c I't' f ' I . . (. onc I Ion o · ass Ignment anc 

the types of profess ionals ass igned in the Ethiopian high schoo ls were also raised, 

2,6.2 No n-Human Reso urce Fa ctOl's A ffecting TV ET Training 

2.6,2.1 Contents o f th e Curric ula 

A des irab le curr iculum is one that renects a cons istent cultural poilll of view & attempts to 

achieve a mutual adjustmen t of cul tural elements in terms of a cOlllmon orientation, An 

undesirab le curriculum, on the other hanel. is one that acce lerates the maladj ustlllelll of cultura l 

elements by stress ing those traditi onal ideas, knowledge. sentiments, and sk ill s no longer 

relevant to soc ial rea lities (Smith et ai, 1957 :12- 13), 

The relati onshi p between the curriculum and the society IS seen In a perspecti ve whic h 

emphas izes that the curri culum is always in every society, a renecti on of what the peop le 

think, fee l, bel ieve, and do ; the curriculu m needs to re neci and be based on the ac ti vities. 

problems. and futu re aspiratio ns of th e society: curri culum renects the ideas. know ledge, and 

sk ills that are re lated to the comm on ac ti vities of the members of soc iety; and curr iculum of 

the school is estab li shed to serve the purposes of soc iety (Dcrebssa, 1999 :70). 

The ul timate success ofa vocatio nal and technica l curricululll. as Finch and Crun kil ton 

(1979: I 0) put it, is not measured merely through student edu cati onal achievement but through 

the results of that achievement- res l' Its that take the form of'performance in the work world. 

Thus, the voca ti onal and technica l curriculum is oriented toward process (ex peri ences and 

activities within the school setting) and product (effects of these experiences and acti vit ies on 

fonner students), 

A ' I I Id b co ls'ldel'eel as encOllllJass in o aeneral (academic) educat ion as we ll as cu rrICU Ulll s lOU e I ( '" '" 

t ' I d t I ' I edll cat'loll Rea listically the curri cululll includes work and voca lona an 'ec 1 III ca ( , , 
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e,x,'periences assoc l' ated 'tl ( , WI I preparat ion for Ii fe ' " ' , , , 
, ' . , and 101 e;lI Illng a "vlIlg, This more globa l 

definiti on 01' curl'l culum enab les us to 'd 
" Co nSI er not onl y what mighl be offered in vocational 

and technica l education but 110IV tllose I ' , . earnlI'10' ' " 
b dCli Vill es and ex periences should relate to the 

slUdent ' s more general studies (Finch aile! C' k'i 
' lun ' I ton, 1989: I 0), 

Through out vocational educa tion. the word ' n " b'I' . , , 
, , ' , eX I Illy has crept II1l0 the Jargon: fl ex ible 

learlllng. fl ex ible access. flex ible assessmel t fl "bl 
1 , eX I e coll eges, and fl ex ible management. The 

concept of fl exibility o f curriculum deli very' I '1 . I'" " . 
IS C em y Im p ICl t In the not ion ot a learnIll o 

b 

program. Flex ibility is int rinsic to the design of modliial' Sll'llc tlll'es alld 
- fl ex ibil ilY is also an 

as pect of access, in that the tudent ' ffl I 
IS 0 ' erec Illany emry (Joi nts to study and accredi tation in 

the movement away from the trad itional academic year (Nasta. 1994:44-45). 

MoE ex plains the idea of ll ex ibility as fo ll ows: 

To respond to the changing occupational requiremel1ls and to 

acconunodate the d[fferent del11 and a/the various target groups, the 

TVET system \\Iill allow and encollrage jlexibility alld dynamic 

developmel1l o/the TVET offers, This applies to the organization and 

de/ivel)' o!TVET programs as \\Iell as to the It'ay in which people can 

pursue their individual occupational careers (Mo E, 2008: 14) , 

One of the bas ic characteristi cs or the vocati onal and techni ca l curriculum is its responsiveness 

to technolog ica l changes. Ma ny yea rs ago. prog rams that prepared people for work were quite 

stable. Typica lly. the skills and know ledge deve loped in an apprentice program would be 

use ful fo r the rest of one' s prod ucti ve li fe. Today, however, the silLIat ion is qui te di fferent. 

More recently, the in tegrati on of technologica l concepts into our everyday life. have had a 

profound impact on vocational and technica l education curricul a. The con temporary vocational 

cu rriculuIll is respons ive to a consta ntl y changing world of work 

New developments in the fi e ld are incorporated into the curri culum so that graduates ca n 

compete fo r jobs, and once they have jobs, achieve their greatest potenti al (Finch and 

Crunkilton, 1979: 12). 

The orga nizati on of quality TVET curri cula always considers the needs of all its stakeholde rs, 

It incorporates the needs of students, because they are th e primary benefici aries of' the 

programs: the needs of private enterprises. because they are the ones that employ the products 

f• tl d t'lle Ileeds of the soc iety and the state. because they are responsible for a lese progra IllS; an 

the socio-economic well-being of the youth (Mansfi eld & Mitchel, Wanna. & Wenrich in 

Antonios,2006 :36). 
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When we come to our case. the 1994 Eelucat ion d -1-' ' , , . 
( an I al nlng Po licy of the FDRE has 

mentioned such points as proel ucino citizens wi dr", 
~ - 10 stan .01' eq uality. Justice. and democracy: 

harmoni ze theory & pract ice' inteo rate 'I ' ' 
. ~ natl ona and regional rea lities: maintain the leve l of 

internati ona l educati on standa rds: and refl ect the p " 'I f' I' . , , .. 
. Ilnclp es 0 eq ua Iry of nations. nati onalities. 

anel gender (MoE. 2002 :29), 

The des ion of quality TV ET curl" I 'I ' , , 
~ ICU a Invo ves 1110el uianZal iOn that emphaS izes the 

Sl)ecifi cat ion of particul ar knowledoe and skill s alld tlle'll' app l' cat' t tl I d r 
~ . ( ( I , Ion 0 le Slanc ar s 0 

perfo rm ance required in the work place, In practice. the issue or des ionino TVET curriculum 
,::, 0 

is overwhelmed by various problems, Sk ill s being developed in tra ining programs must 

correspond with those needed in the labor market. Curricul a used ror trainino in schoo ls must 
~ 

be based on occupati onal or job analysis, An ILO report in Wa nna (1998:62) mentions that 

lack of relevance in formal tra ining includes needs assess melll which is inadequate or based 

on incorrect ass um ptions about labor market opportunities; a lack or commun icati on between 

tra ining institutions and potential skill users; a narrow view of training and its role in 

deve lopment; an und ue reliance on foreign train ing models and standards; an inab ility or 

unwillingness of institu tio ns or thei r staff to adapt to changi ng needs anel circul11stances; wrong 

reasons for tra ining, such as "Keeping the kids of the street"; and inadeq uate feedbac k 

mechanism, 

Moreover. as is stated in UNESCO ( 1997:73). current TVE curricul a are still too foreign 

oriented and in the major ity of cases outdated because they are based on old trades most of 

which are now non-ex istent in the Western countries. There is a need. therefore, fa r 

innovations in TVE curricu la to make them more releva nt to the changing needs of modern 

Ali'ican work envi ronments, 

In short. a curriculum is expected to re fl ect the needs and bel iefs of the society, A school 

curriculum needs to encompass academic as we ll as vocat ional contents, Bes ides, it is 

important to involve all stakeholders in the process of CUITicululll preparation, However, what 

is in practice is not exactly th is way, There are such problems li ke lack of COllllllunication 

between trai ning institutions and potential users of the graduates, 

2.6.2.2 Organization of Training Facilities 

L ' a lyw llere but the I)os it ive learning outcomes genera lly sought by earnlllg can occur ( I . 
, I' lity lea rnino environments, Learning environments are educatIOna l systems Jappen In qua ( '" 

d [. I . I cllosoc ial and service delivery elements. Phys ica l learning l11a e up o· p lyslca , psy ( , , 
, I' I . h formal learning occurs, range from relati ve ly modern environments or the p aces, In w llC ( -
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and well-equipped buildings to open-air Oath .' 0 I _ . . .. 
'" elln", paces. rhe qualny ofschool facJiltles 

seems to have an indirect e ffect on learnino 'Fe I . 
"', an e ,ee t t lat IS hard to measure. 

The quality of any TVET proo ralll is laroe l ' I 
• '" < '" ) c ependent upon the degree of the oroani za ti on of 

its tra ining fac ilities . They are characterized b ' tl· f '" 
- ) le pi esence 0 adequate, we ll planned. and 

properly eq ui pped phys ica l faci li ties wi ' I '. '" . 
. llC 1 ale vely much slmJiar In nature and operat ion to 

the fac ili ties in the actual worki ng places (Coe. 1973:78). 

TGE ( 1994:5) elaborates tha t due attellt 'o '. I . . . . 
, I n IS given to tle IJrovlslon and appropriate usage 01 

ed ucational fac ili ty. technoloo ), 11l a te l·'I ~ l s ' . . . . 
"', < u, env lJ onment. organlzatJon and management to 

strengthen the teaching-learning process and the expansion ofeducmion. 

Phys ica l fac ilities are im portant fo r the proper functioning of tra ining institutions. A 

functional as well as pleasant working environment may contribute a great deal to training. 

Thus, cons iderab le thought should go into the planning and constructi on of physical fac ili ties 

in order to create the appropriate environ ment. Among the im portant elements of these 

Faciliti es are lectu re rooms wit h good li ghting and acoustics; classrooms des igned for the 

particul ar fu nct ion they wi ll serve; small rooms for study groups and seminar work; space for 

individua l work, e.g. study cub icle, best placed in li brary: we ll-organized library fac ilit ies 

conducive to individual research work and study; confere nce room; staffrooms; and of course. 

well-plan ned and equi pped works hop fac iliti es. 

The crea ti on of appro prime phys ica l faci liti es is not just a matter of prov iding the necessary 

fund s and mate ri als. They should be planned and des igned by experienced specia lized 

architects in conj unction with teacher educators in order to best serve the ed ucati on process 

(U NESCO, 1973: 199). 

It has been seen, in this section, that trai ning faci liti es have to be created and orga nized by 

brinoino tooether indi viduals with the best knowledge about them. The effect of train ing 
b b b 

fac ilities on the achievement of the trainees is not measurab le. Mak ing the fac ilities conducive 

for learning/ training may res ult in better training and competence of grad uates . 

2.6.2.3 Instructional Materials 

A d· A ' ( 1 999')-~ 54) instructional materials relate to all fo rms of materials with . ccor I1lg to maJ e . .J - • 

. d ' I . . t . ct {'Ol' the purpose of lea rning and teaching. They are the which students an teac lei s In el a 
. ., . I d ti'om which students learn . No one dis putes the I1lstruments With which a teachel teac les an 

. . I . . ' I . enilancino tile qualitv of ed ucati on. role and functi on of InstructJ ona matel Ja s In b • 

. I' I . Iv reli es on the ex perience of listening and The tradi tional method of learning w llC 1 main • 
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reading limits the deve lopment of other e ' " ' . 
xpellences. which III turn. are instrumental to further 

learning. 

Still Dale in Amare ( 1999 :55) has prov ided a comprehensive listino of the pedaoon ica luses of 
~ ~ ~ 

instructional mate rials. Some of them are racilitat ino a t' I ' . . 
, ( ~ ( c Ive earning; encourag ing creati ve 

thinkino: e flect ino student sk ill deve lop t. . ' ' " . 
~ ~ men. ovelcomlllg the IlIllllatl ons of tlllle and space: 

concretizing abstract experie nces; creat ing the access to in visible realiti es: teaching and 

entertaining: relat ing theory with prac tice: maki ng learning more functio nal by increas ing 

retention; assist ing learn ing of a meth od of learning; and encourag ing responsibility. 

In spite of the high im portance attached to instructio nal materials. they are not access ible to the 

TV ET insti tuti ons. Regard ing this. UNESCO ( 1997: 12) explains that many instillltions suffe r 

fl'om insuffic ient resources to pu rchase the complex and ex pensive equi Plllent needed for their 

works hops and laboratories. Thus, a close li aison with employ ing institutions in the world of 

work needs to be estab lished so that e lTec ti ve on- the-job programs for students may be worked 

out cooperat ively between the ed ucation institution and the employing enterprise. 

This section tri ed to g ive a bri ef explanati on about instruct ional materi als. Lack of or 

inadequacy of tra in ing materials hampers the normal learning/tra in ing process . It is 

im poss ible to expect compete nt grad uates from tl'a ining institutions that suner from the 

inadequacy or lack of training materi als. The graduates would not be competent in the world 

of work. Therefore, it is im port ant to furnish, as much as poss ible, the insti tutions with 

training materi a ls for bett er ac hievement orthe trainees. 

2,6,2.4 Cooperative Training 

Cooperati ve training system in Ethi opia is de ri ved from the "dual tra ining system" of 

Germany and re fers 10 mode of training deli very of technical and vocational ed ucati on and 

training that combines training in enterprise and insti tution based on a train ing plan 

co ll aborat ive ly des igned and implemented by industries and respect ive TVET institutions. 

Under this system, the industri es/companies and the TVET institutions share the 

. . . ' I tl b st poss ible J'ob qualifi cati ons the fo rmer res ponsib ility of prov iding the trainee Wit 1 le e , 

. . , d tl I ne' by securing an adequate leve l ofspec i fico essenti a lly through pract ica l tra ll1l11g an le a I 

. . ' The word "cooperati ve" refers to the two general and occupation-re lated baS IC competency. 

. . . . . . •. t n " means that the two parries do not operate parties prov ldll1g trall1 lng: the concept sys el . .. . 

. I d I f lother but rather coord inate their efforts. The guiding prll1c lple IS that Inc epen ent y 0 one aI , . .. . . 

. . I . I .. d str)' the trainees and TVET InstItutions wIll ga ll1 as all parti es II1 volved, name y. tle In u , 

. b ·f-t · tl e)' will choose it (MoE. 20 10:6). immediate and long-last ing ene I , 1 
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Th is cooperati ve tra ining. as stated above . 
. .' . " . IS a nelV phenomenon in the Ethiopian TVET 

System. In coopelatl ve trallllllO the traine 
. .. . . ::,,' ·es are ex pected to spe nd a certain part of their time 
In the training In stitute and Ill Ost o rthe ti ' . ' 

me In an enterpnse that underta kes tasks related to 
their occupati ona l tra ining. It is beli eved that tI . f' . 

, liS type 0 cooperation benefi ts both the 
tra ining insti tuti on and the enterpri se leav ino . I ~ ·1 . I 

'" as IC '" t le ac va ntages the government and the 
trainees deri ve frol11 it. 

Poupard et al in Atchoarena and Delluc (2002' -8) . ' . 
. ) state that fo r the Im provement of technica l 

education and vocat ional tra inino syste . . I 
"', ms systemall ca Iy refer to the need to forge closer links 

between training and the la bor market This search fo r a bett · lb ' b d .. . , ,el matc 1 etlVeen JO san trallllllg 
is based on a two-horned prob lem: 

• The labor market today is often considered to be charac ter ized by the acute shortage of 

sk ill ed labor, as reported by many employers. Paradox ica lly, many economies suffer. 

at the same time, ["om ri s ing unemployment, pa rt icularly among the young people 

leavi ng the educat ion system, as re fl ected in grad uilte employment rates. 

• The pace of technolog ica l change requires workers to have new quali fications in order 

to perform th e tasks required in modern jobs and thus to ra ise competit iveness. 

Cooperation between technica l schools and enterprises can come in several forms, ranging 

from sand wich training to co ll aborati on in research and development (A tchoarena and 

Delluc,2002 :59). 

Although there are a few. but signi fica nt, exceptions-e.g. Botswana. Sout h Afr ica, 

Zimbabwe most AfI' ican countries have very little ex perience wi th dual forms of training 

in techn ica l and vocati onal education. Hence, several countri es. such as Cote d'l vore, 

Kenya, and Congo, are deve loping thi s fo rm of cooperati on wi th business in order to 

work towards a closer match between the supp ly and the demand for trai ning. 

Though dual train ing appears to be an effective means of fa miliarizing trainees very early 

with the condi tions orthe work environment. there are many difficulti es in applyin g this 

system in the countri es of sub-Saharan Afri ca. One of the reasons for this is it requi res 

fi rst and foremost that enterprises be willing to prov ide tra ining and consider it as a long­

term investment in human resource deve lopment. I f such training is to g ive young people 

. . . ' I ca 'e~LII oroa niza tion of in-firm practica l a true lI11merSlOn experience In t le company, , I" e ' 

. . . , f ' . I . . 'ed These condit ions not always met in tralllll1g and supervISion o · trainees IS a so I equlI . , 

. dl ' fi I ' nost of sub-Saharan Africa. developed countnes, are hal' y satls lec 111 I 
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Cooperati ve training is expected to IJl ay 't· I " 
( I S ro e In ImlJrov ' u I I' 

. " I ~ Ill ", t 1e qua Ity of the current 
EthIOpian T\ ET system , Any enterlJr ise \ I 

v 10 can provide 'k' , , , , ' , a \VOl IIlg place to tra lllees, 
machines fOI tl allllng, tools, consumables ,' , . 

" ' matellals and which can also assion a trainino 
coordlnator/ supervisor can be a COopel'at ' t " , . '" '" ( Ive lalnlno IJa l'tll e ' A C ' , , ' . " '" ( I, S .ar as occupational 
activIties of the enterprises, In one way or another ' f ' " , 
, ," , . I the ac tiviti es 01 an enterprise have 

sllllJiarllY with occupallonaltrainino anyent . ,' I 
, , , ,:" el pllse, arge or small , Celn take part in 

cooperati ve tra llllllg (MoE, 20 I 0:6), 

Those parti es who partici pate in coolJermive tl'a" " , ( ( Inlllg ale given each thei r 
responsibilities, The enterprise the TVET institllt' I ' , Ion, tle tralller, and the trai nee are 
all responsible fo r the proper exec ution of coolJe l'at' t" , B 'd ' Ive lallllng, eS I es 
res ponsibilities, each parti cipant benefits !I'om the IJrocess TI r II ' , 1e .o oW ing are among 
the points descr ibed in the Cooperati ve Training Handbook, 

• Enterprises get competent workforce shaped according to their demand and wi ll be 

assured of the long-term avai labili ty of qualified staff in the labor market. Also they 

can get new techno logies tra nsferred through the tra iners and tra inees from training 

institutions, 

.Tra inees are more mot ivated to study, and they lea rn more easily, s ince they are 

aware of what they are trel ining for and how they will apply competency concepts 

in their practica I work, 

• As the pract ica l tra in ing shall take place at the enterprises' ve nue, traini ng prov iders save 

resources to be s pent for pu rchas i ng tra i n i ng materi als/i nputs, environment, a nd reduce 

training materi al need in the training institutions, In add ition, the tra ining staff wi ll get 

exposure to rea l world of work environment through the interaction with enterprises 

(MoE, 20 I 0:6), 

To make the enterprises and other busi ness orga ni zations cooperate wi th the TVET 

institutions, they have to be in vo lved in planning, deve loping the objecti ves and 

strateg ies, etc, of the sys tem, In Ethiopia, desp ite the due emphas is given to technica l 

and vocational system by the governmem, the participat ion ofenterprises in 

cooperat ive training programs is still very low, A study conducted by Wa nna (1998:6 1) 

has come up with the conclusion that though there are some efTorts by such TVET 

, " I Add' Ab ba Techlll'ca l School Entoto Vocational/Technica l Schoo l. IIlstltutlons as t 1e IS a , , 

and General Wingate School to create lin ks with enterprises, the status of the other 
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institutions is not well documented. It should b . . j ' . 
e Inc Icated that Job placement of 

vocational/ technical program grad uates is one 'ftl . d' , '" . . . 
o le In Icators ot et fectlve trallllllO 

5 ystem. '" 
In order to keep current with the state or the art PI'~ CI' I .' . 

, "Ice. t lei e IS a need for collaboration 
between TV E institutions and ent erprises to enab le StLld t . k'll I bl 

' en s ga III S' I S a nc to ena e 
teachers to retoo l in their own occupat ions In this re l ~ t 'l o ls i ' t 'bl b fi . " I lip. angl e ene 'IlS accrue 
to both educational institut ion and the informal/formal sector (UNESCO. 1997:73-74). 

Here, it has been tried to explai n what cooperative training is. the participants in the 

program, and the benefits deri ved [i'om the program by each participant. The source and 

the way cooperati ve tra ining is expected to be put into practice and the condition or 

cooperati ve training, including the ma.io r problems being faced. in Ethiopia have been 

discussed. 

The literature rev iew part of the resea rch has tri ed to further emphas ize the objecti ves of 

TVET, mention some of the major institutional factors (both human resource-related and 

non human resource-re lated) that innuence the training ofTVET students. The human 

resource related factors inc luded TVET management. interpersonal relat ionships. training 

starr, and guidance and counseling services. The non-human resource-re lated factors. on the 

other hand. comprised of such things as curriculum content. schoo l facilities , instructional 

materi als. and cooperati ve training. The recent deve lopments in TVET in Africa. particularly 

Ethi opia has been to some extent raised here and there throughout the chapter. 

It is in this sense that the researcher tri ed to assess the performance of Selam TVET Co ll ege in 

Capacity Building with in its units in Add is Ababa by finding proper answers to the basic 

questions raised at the end orthe statement of the problem . 
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CHAPTER THREE 

3. Research Methodology and Procedure 

3.1. Research Design: 

A descriptive method is employed with the intention of getting the general picture of 

performance of vocational education by Selam TVET College to produce middle level 

skilled manpower in Addis Ababa. The method was selected because it produces data 

that is representative and also helps the researcher to describe the situation as it is at a 

particular moment (Krishna swami & Ranganatam, 2007) . Descriptive research involves a 

clearly defined problem and definite objectives (Best and Kahn 1989:18). It was selected 

to survey a sample number of respondents who were involving in one way or the other in 

the training college. 

Similarly, Koul (2008:34) stated that descriptive requires expert and imaginative planning, 

careful analysis, and interpretation of the collected data; logical and skillful reporting of 

the research results with the existing condition can be compared . Thus, this method is 

also selected in order to assess the aspects of skills training in line with their need by 

taking into account performance of Selam TVET College to capacity building in Addis 

Ababa . 

3.1.1. Sources of Data 

Both primary and secondary sources were used to generate data needed for the study. 

Primary sources of data were Selam officials, College dean, vice deans, instructors and 

trainees . Policy documents, yearly magazines and broachers were used as secondary 

sources. 
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3.1.2. Samples and Sampling Techniques 

Si xty out of a total population of 450 h b 
ave een systematically selected on the basis of 

stratified sampling as sample population in both ff' . 
o Ices. Of which 75% were chosen from 

the education office holding the training pd ' 
, ro uctlon and management bodies where as 

the rest 25% were chosen from Selam Childr ' V'II 
en s I age. Because most of the sampled 

respondents were believed to offer most ge ' d 
nUlne an accurate data which would be 

relevant and appropriate for the st d M 
u y. oreover, the respondents of the college 

outnumber in the area of specialization in terms of ed t ' d ' . . . lIca Ion an training which might be 

sufficient enough to respond confidently . The sample size of each target population was 

determined according to Best and Kahn's idea which states "the ideal sample size of a 

target population is large enough to serve as an adequate representative and small 

enough to be selected economically in terms of both time and complexity of analysis 

" (Best and Kahn, 1989:16). 

3.2. Instruments of Data Collection 

The instruments used to gather data were questionnaires, interview, and document 

analysis. Focus group discussion was also applied to get genuine fact in supporting 

interview. This was conducted by having clue to the selected respondents with clear 

description of its purpose before the discussion was held . With respect to this, Creswell 

(2003 : 62) stated that employing multiple data collect ion instruments helps the 

researcher to combine, strengthen and amend some of the inadequacies and for 

triangulation of the data . Accordingly, questionnaires were used as the main data 

gathering instruments where as interview, and document analysis were used to enrich 

the data obtained through questionnaires. Focus Group Discussion was held between 

three trainers and two graduate trainees in order to complement the data obtained from 

the interview and make the study resource full. 

3.2.1. Questionnaire: Questionnaires were used to collect relevant and first hand 

information from instructors and training staff. Questionnaires were prepared for 
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No 

instructors and training staff in English language for English is used as a medium of 

instruction and both have the educational level and exposure to understand the 

questions and respond at ease. The researcher employed questionnaire as the main 

data gathering instrument because it has been found simpler for respondents to 

answer within a short period of time (Koul, 2008: 146). Besides, it allows them 

respond to questions anonymously and enables the researcher use a larger size of 

representative samples as Sources of data . 

3.2.2. Interview: semi-structured interview was conducted with Selam officials, ETM 

man ager, College dean and vice dean of the sampled TVET College to enrich the data 

obtain ed through 

Population Sample 
Respondents 

Trai % Trai- % Mana- % Trai % Trai- % Mana- % 
nee Ners geme nees ners gemen 
s nt t 

Bodies Bodies 
Selam- 250 68 20 40 14 46 14 23 7 12 8 13 
TVET Trainin 
Colleg g 
e Produ 100 27 16 32 6 20 7 13 5 8 4 6 

ction 
Selam 10 2.5 7 14 5 17 6 10 2 3 2 3 

Childr SCV1 
17 

I 
3 5 1 2 1 2 en' s SCV2 10 2.5 7 14 5 

Village 

Total 50 30 30 15 15 

370 

Table: 1 Samples of the Study 

. . The reason why semi-structured interview is used document analysiS and questionnaire. . 

is that it is more advantageous to get more and deeper information about the 

advisable to use semi-structured interview because performance of training. It is the 
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procedure to be used is not 
standardized and IS not determined in advance of the 

interview (Koul, 2008: 176). 

3.2.2.1. Focus Group Discussion: Focus '. 
Group DIscussion (FGD) was also made with three 

trainers and two graduate trainees to '. '" 
get genuine information In triangulating the facts 

from the interview. 

3.2.3. Document Analysis: 

Document analysis was also used to g th . 
a er necessary Information about performance of 

training and to strengthen the data obta'lned through questionnaire and interview. 

Therefore TVET documents J'our I I ' . , , na s, year y magazines, broachers, articles, and statistical 

annual abstract reports were examined . With respect to this, Best and Kahn (1989:25) 

stated that document analyses are important and relevant sources of data and useful in 

yielding information and exploring educational practice 

3.2.4. Procedure of Data Analysis 

The data obtained through questionnaires which are liable to quantitative analysis were 

analyzed using frequency count and percentage followed by discussion of the most 

important points. The data gathered through questionnaire, interview, and document 

investigation were analyzed quantitatively. According to Kumar (1996: 81) , percentages 

play a more important role when two or more responses of samples are being 

compared . The implications of the results have been discussed. Accordingly, conclusions 

are drawn being followed by recommendations . 

3.2.5. Tryout Instruments 

The prepared instruments were piloted in two selected departments and MR of the 

College in Selam Children 's Village. The Purpose of piloting was to examine the quality or 

the appropriateness of prepared instruments. Therefore, the clarity of the items to the 

d d th d quacy of time to respond the items were evaluated. Besides, the respon ents an e a e 

. " t mmented by the research advisor have been grammatically questionnaire I ems co 
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corrected. Based on the pilot results . . . 
, questionnaires which hade 36 items were minimized 

into 26 items and improved . 

3.2.6. Data Collection Periods 

The data was collected from Selam David Roeschli TVET College and Samples of Selam 

Village main office and its units. In the units more than a week days were used to 

distribute instruments and collect the necessary information. The first day of the week 

was used to introduce the purpose of the study to the respondents . Two days of the week 

were used to inspect various documents related to the study with collaborations of the 

concerned personnel of the institute and distribution of questionnaires to concerned 

subjects. Two of the week days were used to make interview with deans, vice deans, 

officials and staff members. One of the week days was also used to make focus group 

discussion with three trainers and two graduate trainees of the college concerning issues 

related to the study. In addition to gathering data from sample units, a day was used to 

collect data from the village offices. Even if instruments particularly questionnaires 

distributed to concerned subjects few were not collected and more than 96% have been 

collected . Accordingly, from the 60 questionnaires distributed to respondents, 58 (96.7%) 

have been returned. 
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CHAPTER Foun 

4. DATA PRESENTATION AND ANALYSIS 

This Chapter dea ls with the descripti on of the sa mple popu la tion. analys is and interprctation of the data 

gathered (i'om sample management bodies (dea ns and departmcnt heads) . tra iners and tra inees at Sela l11 

TVET College and its Units. The data obtai ned through questi onnaires. interviews. document analys is and 

FGDs were analyzed and interpreted. Out of60 ques tionnaires distributed to their categories of respondents, 

58 (96.7%) were properl y fill ed and returned . The responses or the ques tionnaire were all110st positi ve to 

oive informati on exce pt a few respondents were not able to retul'll on time and some could not fill may be " 
because of time constra int to fill those ques ti onnaire items. Bes ides. the interview was condu cted to support 

basic items from qu esti onna ire and the respondents were willing to respo nd according to the guiding 

interview qu estions keeping the ethical consideration li ve alone confi dential issues behind. The purpose of 

the slLldy was clea rly ex plained to the respondents to make thel11 co nfident enough in responding pos iti ve ly. 

To help the analysis j ustifiab le fo r the study sO l11e documents were analyzed and focus group was discussed 

among SO l11e selected trai ners and grad uate trainees to nar row the gap that l11ay arise as diffe rence between 

the sample respond ents of the stu dy. 

4.1. Characteristics of the Respondents 

The follow ing description of the characteristics of target populat ion gives some bas ic in fo rl11ati on about the 

sampl e population invo lved in the st udy. 
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Table 2: The Personal Prolile of P . ,"espondcnts 

Item s 
Co llege IlrspolHlcll ts 

Vi ll agr I{cs Jlomlt'lllS 
'I:llIa g.C l1I c llt Tra ine rs 

Tolal 

BOdies 
'bn:Il:!~' I11('nt Trailll"rs 

Bodies 
No 'Yo No 'X, 

I 
No '!Io No % 

I 
~o 'tv 

Se, 

I . Mole 10 833 10 83 .3 2 66.7 . FC lll ri lc 2 16.7 " 66.7 25 33 J 

" TOI:l I 
16.7 I 33 .3 I 

12 100 12 
33 .3 5 167 

100 3 100 3 100 JO lUll 

2 t\ g l~ 

· 20-2~ 3 23 I 2 22 .2 2 50 2 50 9 30 

· 25-29 6 462 ~ ~4A3 I 25 I 25 12 ~o 

· Above 30 <I 30.7 3 3 . ~ I 25 I 25 9 30 
T OI:I I 13 100 9 100 4 100 3 100 30 100 

3 QII:l li fic:l lion 

· Diplolllo I 12.5 12 75 .0 I 33 .3 2 66.7 16 533 

· Bi\lBSCII3 ED 6 75 (I 2 12.5 I 3J 3 I 333 10 333 

· Mi\lMSC I 125 2 125 I 33.3 ~ 13 ~ 

TOI:lI 8 100 16 100 3 100 3 100 30 100 

~ Field of Silidy 

· i3usiness Arl'tl 3 334 4 333 I 20 I 25 9 30 

· Illdusirini t\ rc~ 4 4~ .4 5 41.7 1 ~O I 25 12 ~O 

· In formation I 11.1 2 16.7 I 20 I 2S 5 16.7 

Technology I I I. I I 6.3 I 20 I 25 ~ 13.3 

· Oilier Fi elds 9 100 12 100 5 100 4 100 30 100 

T OI:l I 

5 Se rv ice Yea rs 

· 0-4 2 25 3 27 .3 I 20 I 16.7 7 0- -_-' .J 

· 5-9 2 25 3 27.3 I 20 I 16.7 7 233 

· 10- 14 2 2S 3 17.3 2 ~O 2 33 3 9 30 I 

· Above 14 2 25 2 18.1 I 20 2 333 7 233 

· TOI:l I 8 100 II 100 5 100 6 100 30 IOU 

.- ~ 
~ ~ As shown III table 2, out of JO respondents SJ .J% wele males and 16.7% females. 

Particularly there are on ly two females as members of management bodies (department Heads). The 

possib le reason behind this may be the society's percept ion that vocational Occupations are regarded as 

males ' profess ions and there was no specia lillorivarion on the Process of hiring females in the College. 
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From the total of the respondents 40 O<?'< r II ' 
, 0 a In aue ran(~es b t 2- , , , 

" ,'. '" '", e ween ) to 29, TIllS 11ldlcates that less 
expellenced ualnel sand manaoement b d' , 

'" 0 les are Invo lve 1 ' I ' , • ' e at tie colleoe In the reo ion, Regarding the 
qua Ii hcatlon. fi'om the tota lor the reSI) I - '" '" 

one ents )3 3<?'< a 'e I' I I ' 
, , ' , . ' 0, I e Ip ollla lolders, Accord11lg to the new 

education and tlalnlng poliCY. the minimum I' fi ' , 
qua I Icatlon requirement for trainers COC certification and 

for departmen t heads ofTVET at this leve l 0 01 
, , u'" It to be second degree (i'v1.AJMSE), With regard to work 

experience of the tramel's and manaoement boer 'I 10/ 
" '" les . .J , /0 of the sample populations have above five 

years service. T hiS may show that most TVET .' , " 
tla111el S possess praclica l sk ills and experience, It should 

be noted here that the work experience of tl TVET . ' , ' , , . 
le lialllelS IS very Importallt In the performance of 

trainers, 

Relatin o to the tield of studies 40 O<?'< is q I' fi d' 'd ' '" 
'" ' 0 , ua I Ie In In ust1'1al areas, As 11ldlcated In the TVET strategy. 

hard ski ll training programs ( industry) are encouraoed and SllOLIId 'I If I' d' I '", < pi oe uce se e111p oylllg an tra111ec 

people. And in this the total respondents are qual ified in Industrial area and the observation 111ade in the 

Colleges espec iall y in industrial area of Gove1'1lmental TVET Colleges confirms that trainers were early 

hired in the College i,e. w ithin five years. This shows that there had been less labor lLIrnover in the 

Colleges and better number of exper ienced tminers in the industry area is a promising for giving proper 

training. 

Moreover, having we ll experienced trainers w ill have the role of playing in producing c01l1petent 

entrepreneurs who can contribute considerably to the country Development Plan (PASDEP) to end 

poverty by producing middle leve l sk ill ed manpower. At the same time trainees can achieve better 

performance in the training activities by getting the good practice of the trainers in or out side of the 

workshop where they get crucial exercise. Beyond this. experienced trainers can be the sources of 

attitudinal values which can not be simply obtained from the practical content. Those values could be 

fore instance, respect for elders. honesty, faithfulness and other exemplary attilLldinal va lues (Haimanot, 

2011:35). 

4.2. The Organization and Management of Training Programs of the College 

TVET institutions should be well organized internally with human and non-human resources to 

'd bit· ','llla These includes facilities. instructional materials. curriculum. proYI e outcome asee I all "'. 

cel.tl·filed <"Ild I' fi d " ld compliant with workplace requirements. It is the occupational 
u qua ne tralllers al C 

I
' , ' .. ' a lei is therefore well known by the community and industry. In 

area that guarantees qua Ity tJallllllg < I 
. . • • ... I II 'ye as centers of technology capability, accumulation and 

addition, rVEl I11stltutIOnS s la sel 
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transfer. They shall c lose l)1 coo pemte 

research program (MOE, 2008 :21). 
with the private sector 111 undert ak ing problem-so lvin o 

'" 

'" ",rams 

This section deals with the reSOlIrc . 
es avallab le in the C II 

and activities oftechnolooy transf-. I 0 ege. the college's internal organization 
'" ' el ( eparlment in the Co ileD . 

Table 3: \-Vays ofOrOHnizino' I i\' ",e. 
o - '" .lll( j 'lan'lolllo T ... 

• 0 '" I Hllllno Proo 

No Items I{t'spond s 

i\bn:lgrnh.'lIt Tr:linrrs 'l ' r:Jin('('s 
Bodies 

1I 0w Tr:linin g Programs :In' Or'" '" I . 
No 'XI No % No 

- o·IIlIZC{ .Intl ~hll'lurd 

I 
• lJ~s~d 011 the old curri cululll . . 1:0 

· l3~s\..·d 0 11 N('w Curriculum 5 33 3 4 250 9 

· Olilers 8 53 .3 9 600 15 

TOI:11 2 134 } 15 0 6 
IS 100 I ;'; 100 30 

T.h~ C::0 IIl'gc d ~l'S run its plan to im))i l' IIl l' lIt tht.' edllca tion 'In I 
II :lIlllllg ('rr(,cll\'l~ ly • l 

1 A. Yes 
13. No 

10 670 9 60 2 1 

'1'01:11 
5 330 6 40 9 

15i 100 15 100 30 

lIow Ihe Cu llege manage tim e inn.'s tl1l r nt ortrain in" 
• Usc 20% theory and 80% pmc licc 0 4 27.0 5 333 q 

3 · Us .... ' JO% lh ..... ory ~Ild 70% pmcli cc 5 32 .5 S 53.3 II 

· U~\.! 50% th.:ory nnd 50% pmc ticc 4 27.0 I 6.7 6 

· Usc olher proportion ofti l1lc 2 13.5 I 67 4 
'1'01:11 I S 100 15 100 30 

The Co ll ege works to organiz(' and implcllIent train ing progr:lIll s to 

· Provide qual it y Halll ing fo l lowed by on -job Imming & aSSCSSllh.:11I 6 ·10.0 5 r " 13 
4 · Provide appropriate and inlcrmcdi:ltc tt:chnology products 

J . J 

5 33 .0 4 26.7 Q 

• Provilic s~rv i cc5 th:l.l Ill t.::ct cu st o lll ~ r s ' needs and expectations 4 no 6 40.0 8 

TOlal 15 100 15 100 30 

The CO ll q~l' III.llIagrs to keep up the pCrfOl"Jll :lIIrc oflr!lining 

progrll l1ls by 
5 · Using Centra li zed Ivl ~lIlJgcl11cnt 

6 400 8 533 14 

· Usi ng T " JIll iv\aT1Jgcl1lcllt 
5 330 5 3" 10 J J 

· USing Decent ra li zed M'lI1agcl1lcllI 
4 270 2 13,4 6 
I~ 100 15 100 30 

Tol:Il 

, . ~ 

Table 3 of' Item number I depicts that 60% among the tramel'S and oh3.3% from the management 

followed by 50% of trainees have responded in away that the training programs are organized and 

managed based on new curriculum of Ethiopian TVET System. This shows that more of the 

trainers as professionals have better concepts on the new Ethiopian TVET System of imp lement ing 
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Occupational Standards (OS) to be ap pl ·· 1 ' 1 . . 

I M
·· · fEd . ' Iec 111 t le II1stltutions. The OS is prepared by Profess ionals 

from t le I IIllStt y 0 ucatton. The TVET S. . . 
. ectot s or Programs are vi talized as OS under which 

there sha II be co mpetenc tes. In each Co n1)etenc I • 

. . I ) there shall be contll1ual assessment by which 
tratllees betng approved as co mpetent or not . ." . . 

yet competent. I ( a trall1ee could not get a passll1g 
point of competency he/she sha ll have one . t I -

Ot wo c lances of assessment by the trainer or the 
competency in the given OS. In brier this' . 

, tS a process or enablll1g the trainees to do until they 
become competent Professionals in the world of w'k 'tl . If b . . Ot S el let se us tn ess mak ll1g or employed. 
Arter two chances if trainees are unab le to fi Ifill 'l .' . 

It t t le Ct ttena kept for they shall stop and try another 
OIJtion which may fit their ability In oene' I tl . . . . '" ta le ptogtams are organized from the government leve l 

and managed by the institution under close sUIJerv isiOll of Etl' . TVET A \ . 1topta n . ge ncy. f s per 

ind icated from item 2 of number two 70% of trainees and that of 67.0% rrom management side 

followed by 60% of trainers there is an agreement that the co llege runs its training programs 

effective ly. T his implies that the programs orfered by the College are highly demanded by its users. 

Besides it is possible to say the college is re lati ve ly performing the programs to produce competent 

professio nals that can he lp to the need of the country in the development plan as far as quality 

training is to be de livered. As it has been depicted orthe sa me item of tab le 3 pointed on number 

three 53.3% fro m the trainers and 01'36.7% n'om tra inees rollowed by 32.5% from the management 

have responded that the time investment of the co llege ror training has been managed by allotting 

30% for theory and 70% of the time given ror practical aspects or the training. This implies that the 

TVET Co llege is offer ing training based on the guidelines of the TVET Agency by which more or 

practice to be g iven in order to create competent manpower related to the need of the country to get 

development practi tioners. As it has been indicated in the same tab le of item number four the 

majority of the respo ndents from a ll parties replied that the Se lam TVET Co llege wo rks to orga nize 

. . . TI' . I' tl t tile COtlllnllllity of SDR-TVET Co lleoe is and tmplement trallllllg programs. ltS Imp les la '" 

. d ., I t based t-rainina to its users Besides this shows that the Co llege has committe to give 11lC us ry " '",' -

I" k . I I E I ' . -rVET Aaenc v in order to aet directives which help to fulfill TVET strong In ' wlt ltle -t 110ptan '" _ '" 
. b " fi e of similar tab le illust rates that 53.3% of trainers and of objectives. Moreover ttem num el IV ' 

" d b 400/ al1aaelllent reSIJonded that the College uses centralized 
46.7% of tra11lees followe y / 0 m, '", 

. . . 1S This implies that there is less room for subordinates 
management to perform the tra11l111g progran . 
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to Partic ipate in major dec is ion mak ing issues l'II,' e bllclo.et· I t.o 
~ '" concerns which has majo r va ue 

perfor m tra ining progra ms successfull y. Subordinates are very close to the effect iveness of 

implementing programs they are be lieved to be rea lizes of the right reso urces fo r the tra ining. 

Bes ides to exerc ise eciucat iona l leaci ership makes its Own co lltr ibutio n mutually to both parties . 

However, this has an implica tion to maximize the future perf"ClI'I1la nce of the Co llege . 

4.3. The Implementation of Tl'aining Pl'ogl'ams of SDR-TVET College 

The fo llow ing desc ri pt ion ana lyzes how the training programs of the Co llege are conducted to 

bring the required perfo rmance as per the need of the tra ining users to be competent afte r thc 
accompli shment of tra ining programs. It also illustra tes the way that the tra ining programs 
undertaken bo th theoretica l and pract ica l in workshops and classrooms on the bas is of time 
scheduled as pre-dete rmined a llotment OS on modular base keeping the preparatio n of TTLiVI 
uncl er the hands of the profess io nal tra iners. 

Table 4: Implementin g th e Trainin g Prog rams 

No Items 
R('sponds 

Trai nCI-S T rnincl's 
1' lanngc Jll cJ1 
t 
Bodies 
No % No 0/(, No 'y" 

JU Sllhc Principles gu iding the fo nduel ortr :l ining m' li "i ti ("~ 

• In cre~l s ing the number ofcompclClH entrepreneurship 6 40.0 7 466 14 46.7 

5 33 .3 " 26.7 10 33 .. 3 I · Certifying in providing qunlity tr<lini ng 
4 26 7 4 26.7 6 20.0 Bui lding orgal1 li' .. atiol1<l1 capacity 

IS 100 15 100 30 100 · Total 
A ppro:u,' hcs :111 01' 1('<1 10 cond ll l' l its tr:lin ing 

13 86.6 26 86.6 
Progra lll s: 

10 66.7 Outcome-based Approach 
3 20.0 I 6.7 2 6.7 

2 · [nlcgmtcd Approach 
2 13.3 I 6.7 2 6.7 · 

15 100 30 100 · Supply· Driven Approach 
15 100 To tal 

7 46.7 17 567 Tr'linino Progr:llll s :lrc Condu cted By I OS 
6 40 

• 0 Build up TraUlel!S' PraCIIG1I Skills High thrOllg, 1 
5 33 .3 6 40.0 8 26.7 • e Cornpct\! llcy 
4 267 2 In 5 166 Establi sh I1lSll tutlona l ::J.ssessment to lI11prov d S cs 3 

• II n Pro"f'lln s [In ervlc 
15 100 IS 100 30 100 · MDl l11 tlln and strengthen exec CIlCC J .::> • 

Total 
. . . " [ to skills dC\'clopmcnt'! Do th e training :lc tIVJl ICS conl ll 1utc 

A. Yes 9 60 12 800 15 83.3 
B. No 3 20 2 133 2 6 7 

4 C. Not Known 3 20 I 6 7 3 100 
Total 15 100 15 100 30 100 

-670/. of the trainees and 46.7% of tra iners with 
.. item number three). 0 

As It has been illustrated hom table 4 . condu cted in both classrooms and 
ed that the trai ning programs ale 40.0% of management have re.spond , 
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workshops fo r theoretica l and practical aspect fl .... 
. so tie lialnlng as pel' kept the time "lIotm.:nt oiven to 

compl e.te the OS. Besides the competencies under tl OS . '" 
. Ie ale to be properly app lied practicallv usino the 

necessa ry matel'lalneeded for the traininG This' · I' I • '" 
. ",. Imp les t 1m the TVET training is an intensive aspect by 

which each necessa ry step has Importance to add value r, . .', . 
. 01 the tl alnees at the end of the program comp letion. 

More over thiS shows that the colleoe is ofrerino i . " 
'" '" ts lialllll1g programs based on the directives of the TVET 

Ao ency to get better performance that would hell) to Aldfill tl . " . 
'" I Ie pUI pose. rhe same table of ilem number one 

depicted that the 46.7% of the tra inees and 46.6% oftraine ' 'tl 4000/ r . 
, IS WI I . / 00 management replied that 

increasing the number of competent entrepreneurs is Core 0uid '1110 .' . I' I ' I .. 
. '" '" pllnclp e In cone uctll1g t Ie tralllll1g 

l)roor<1 l11s. This implies that the tra inino Colleoe 11~S tl ,' . . f I 
'" ' '" ",,, Ie II1tent Ion 0 t Ie govel'llmcnt development plan to 

end poverty so that to fuHil1 this purpose producing the releva nt man power at least at loca l level 

can have considerable va lue to fit the purpose. Item number four of si milar table describes that 83.3% of the 

trainees and 80.0% of tra iners with 60.0% of management responded that the training activities conducted 

by the College have impact of performance to the ski lls development. This shows that all the respondellls 

olVe the performance of the programs conducted is great to bring essential impact in developing the capacity 

of trainees which in turn are useful to the needs of the cOllntry development. Because the unified des ired 

outcomes can have a po iti ve impact to the development need orthe country beyond fulfilling the loca l 

need. As it has been illustrated the it em number two of similar table 86.6% of both trainees and trainers 

followed by 66.7% management responded that the college adopts the outcome based approach of training 

in order to co nduct the programs. This impli es that the co llege give training on the basis of prod ucing 

competent trainees that could compete very well to the market nced of the cou ntry as a whole and in 

particular to the benefit of the stakeholders in the local area. 

4.4. The View ofTrainces on thc training offered by SDR-TVET Collegc 

The below issue ex pla ins how trainees perceive the training programs offered by the College are at right 

path way to address the needs of its participants after completing the TVET one rings . Besides this it 

.. . I I . ~ct· of trainino offered ill the trainee's chance for ell1ploymel1l or sel f descJ'lbes tralllees have vlewee t Ie Imp" '", 
" . . d I IV the prooram5 need to be geared in order to make them employment. More over the rrall1ees vlewe 10 '" . . . ' 

. I d b ~ the consumers and praClltJoners of the technical and improved quality to become highly demane e e ore 

vocational education. 
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Table 5: the Tra illees' View Oil tr" . 
,1111 III (J P r OO"I'a 

b b ' illS 

No Itellls Hl'sIJonds 

The TI':lining offrrl'd is: 
Tra illl'('S 

· ? n th e, right Imek to orrer rclCv~ nt trailllllP 
No %, 

I • r~le~c IS Inck orJcnrnillg lllrticriais ~ 
• 1 r:.l11l i.! rS commitillent i s IlOt 5\ i f 

IS 60 

Tot:tl r O il ::;, 
5 16.7 
7 " , -, , 

30 100 
Tr:lining offered is r clcv'lIl1 fa I' ('n I 

A. Yes . III oYl' r needs 

2 \3 No 20 66.7 
C. Not Known 7 " , -, , 
'1'0",1 3 100 

Tr;~iI~ccs \:icw how th e Co llege improves to rl'lcvant 30 100 
tr :lIl1l11g IS 

3 · Improve Trainers cap~lcity tilrolloh skill' .. 

· . . . ~ gdp If:1II11I1"5 
RaiSing sc holarshlJ) UpportUlllt y 0-

15 50 

· Reward excelling performance rt m Oll l1 trainees 
S 267 

Tota l .:> ~ 7 " , - .> . ':> 

Rate of emp loyment Access of g raduates 
30 100 

• 100% 

· 80% 
4 · 60% a nd below 9 30.0 

II 36.7 · 70% 6 20.0 
Tota l 4 13.3 

30 100 

As per indicated on tab le .5 of item number one 60% of the tJ'a inees have a view that the co llege is 

at the right track to offer re leva nt trailling. This implies that the Co ll ege has put an impact of 

offering training which is relevant to the needs of trainees for they to cope with the contemporary 

market demand . Besides 66.7% of the trainees have a perception of the training offered is relevant 

to the employment needs of trainees as indicated of item number two of similar table. This 

indicates that there is no doubt to the relevancy of the training programs of the college in need of 

fulfilling the tra inees' needs . With regard to what the Co llege shall do to improve offering of 

relevant training .50.0% of the trainees have respo nded that improve trainers capacit y through skill 

gap trainings is taken as main option . This implies that the training given is still better enough to 

produce competent skilled manpower. This also further indicates that a lot must be done to upgrade 

trainer 's capac ity in order to offer more quality training beyo nd the accessibility of training. From 

item number four of s imilar table 36.7% of the trainees responded that 80% of the College 

graduates get access to emp loyment. This indicates that the College has received better recognition 

alll . I I Id d b ble to oive more trainino and education if attention is delivered 
( ong Its sta <e 10 ers an e a b to 
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al110 ng emplo yers of its trainees, Further more 't' I' , 
I lI11p les that there can be tendency fo r the 

oraduates to ha ve se lf e mployment as far as they commit the 111 I I " -b 
'" se ves to create ( le lr own JO S 

4.5. The Level of performance to quality education and training at SDR- College 

The following iss ue describes how fa r the trainino offered by tile S I l"VET C II C I' 
e, - e am " 0 ege perl orms to qua ny 

d Cot 'l on and tra inin o , Besides it briefs tile' del ' , f" " , , ' , e u "e, IVel y 0 It a III IIlg resources for the trallling as per tralll lll g 

manuals to fit market requirements, The most important issue here is to what extent Selam hns gone to 

implement it s tra ining programs which ha ve been implemented according to the Occupational Standards 

before trainees s it for the institutional assessment and that of nat ional assessment to gel the maximum 

quality training which can help trainees to be competelll in their fi eld of studi es when the market is demand 

full to accept those graduate trai nees based on thei r performance in the given environment. Besides this 

section dea ls with how far Selalll worked to quality Education and Tra ining in order to bring the desired out 

come using the tra ining ac ti vi ti es relating to the trainees need, Moreover it shows the college efrort to bring 

progress by providing mark et related trades which could be included under the curricululll of Ethiopian 

TVET System may be by matching it to the needs of all stake holders to get better satisfaction from 

educational products and services, Clearly speak ing Selum has attributed to the beneficiaries of its training 

by striving to quality type of techni cal and vocational education in its units in both theoret ical ancl prac tica l 

competencies at class roo ms and workshops, 
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Table 6: Perfonnance of T raining to Capacity lluildillO 
, b 

No II (' ill S I{l'spo nds 

Tr:lill('rs Tnlinl'l'<\ 
'\l an:lgC III L' Il 

• 
Bodit.·s 
:'\0 'Y. I No %, ~o I % The trainin g l"Olltl'ibll~t es . to acquin' ,qlJ;Jlit y ('d ucatio n and train ing 10 

1 • The level 01 lISl1lg :lppropnat~ technology in thl.! trnining 
4 26.7 4 267 S 16.7 · T h~ level of hn ving co mpetent cntrcprcl1CUrslllp 
5 33.3 4 267 10 33 .3 · The level Ol'gdling Illj);.;;illllllll pcrrorrnnllcc 
6 400 7 ~ 6 . 6 12 ·10 .0 To . a l 

15 100 15 100 JO IUO 
The Co llege perfor ms traill ('r - trainers )'a l io from I :10 to 1:7 for nil In ('I 
t rainl'cs 

2 · Deli "' tc ly yes 

· R.:Ia.i ve ly yes 4 26.7 5 33 .3 7 " , _00 

S 53.3 7 ~6. 7 IS 60.0 · Probably vos 
3 200 3 20.0 5 16.7 TO' :l 1 

15 100 IS 100 30 100 

Tr:lillers lise training manu.lis which res pond to co ntemporary market l1('r tl s 
A Yes 

3 B. No 7 46.7 9 60.0 19 63 ." 
6 40.0 4 26.7 7 13 .3 

13.3 2 13 .3 4 16.7 
C. Gnvc 110 comment 

2 To.al 
15 100 I:' 100 30 100 

Tht' co llege provid es learning l11ate ri al :It th e right time 

S 533 10 66.7 20 66.7 
4 A . Yes 

33 .3 3 20.0 6 200 5 13. No 

2 13 .4 2 13 .3 4 13.3 
C G3ve no commell! 

15 100 15 100 30 100 
1'0.,, 1 

The Co lkg(' is rOllllllillcd to illlprove tr;Iincrs' skIll ill quality r<ltrca tio ll and 
tr:lining by 

5 · l' lmng exter nal trai IK'r 2 133 I 6.7 2 6.7 

· "Iavi ng on the Job Imini ng illicrnall y 7 ~6 . 7 10 66.6 20 66.6 

· Supporting Iminers for upgrading theIr skI ll 6 40 .0 .1 26.7 S "26.7 
Tot,, 1 15 100 15 100 30 IOU 

T he TVET Co llege ),0 11 or long to has enough sk ill ed trainers 
6 A. Yes 7 46 .7 9 60.0 0' _0 76.7 

B. No 6 40 .0 5 33.3 6 20.0 

C. Gave 11 0 comment 2 13.3 1 6.7 I 3.3 

T Ollil 15 100 15 100 30 100 

S 1 T V FT Co llege The 111 :1 ill result which has been obtained wl~cn . c rlln .. 

illlplt~ lIIcnlcd Qu;Jlity i\ lan:l gclll .cllt S~S I C I1l IS 

S 53.3 10 667 22 733 • Impro ved customer sati sfactI on . 7 

• Elim ination orrespo llsibillty contll cl 2 13 . ~ 2 133 3 10 .0 

5 33 .3 3 20.0 5 16 .7 · Appreciat ion rro m service users 
Total 15 100 15 100 30 100 

, . 'o ur T VFT College arc 
Th e OIorc dellland dri ve n Irildcs ~ I\· c.n II~ ) d \ sscmbly 

5 333 9 600 21 700 • The Ge neral Mcwl FabricatIOn ,In I 

8 • The 17urniture Making 4 267 3 200 2 67 

• The Au tomoti vc 4 26 .7 2 13 .3 5 166 

• The O ther Trades 2 13 .3 I 6.7 2 67 

T o \al 15 100 15 100 JO 100 
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As it has been illustra ted fi'om the table ab . 
, Ove of Item number 4660 . 

. . one . Yo o rthe trall1ers and 40.0% 
Irolll both the tl a ll1ees and manaoel11ent res .' 

b pectlve ly ha ve res d d I 
. . . pon e tlat the training contributes to 

acquire qua li ty educa tion and tra inin o to t'l I I . 
, b le eve of Oettill" .' 

. . '" b max imum perfo rmance . This bv itse lf 
implies that the tra ll1l11g offe red by the c II '. J o eoe IS 111 bette .. 

. . . , b . r pos it ion to contribute for quality 
education and tl a ll1l1lg to be effected in the city of Adcl'ls 

Ababa. Bes ides it indicates that the 
Co llege co uld be exemplary in prov idino bette ' I' . 

b I qua Ity 111 running the programs. More over it 
shows the high per formance 0 f the tra inino , '" programs will lead to prod uc i ng co mpetent 
ent repreneu rs. 

"\l ith rega rd to the trainer-trainees ra tio the respondents as indicated fi'om the ta ble above of it em 

tlVO 60.0% of the trainees and 53.3% of l11anaoement with 467°1 of t . d d . 
b . 1 0 ra lilers respon e 111 a way 

that the Co llege performs re lati ve ly fro m I: I 0 to I :7. This shows that the Co llege has capac ity to 

give quality educat ion and train ing if its leadership and management are committed to better 

quality by prov id ing the right resources at the right time and place. 

" Regarding to whether tra iners use the train ing manual 63 .4% of lhe trainees and 60.0% of tra iners 

with 46. 7%o f management agreed that the Co llege trainers use tra ining manuals which respond to 

contemporary market needs. This shows that the co llege gives due attention to quality services 

relating to its users. Bes ides thi s may have its own better impact in admitting more stakeholders to 

the Co llege tra ining. 

Accordino to item number four of similar table 66.7% of both trainees and trainers and 53.3% of 
b 

management responded that the Co llege prov ides training material at the right time. This shows 

that the co llege has capacity to de li ver quality educat ion which could sense the current needs of it s 

B . I 't' I' t tllat 'It Ilas abl'II'ty to IJrov ide more IJrograms if there could be initiatives lIsers. eS lc es I' 111C Ica 'es, " 

among the co liege and its stakeho Iders. 

f tl sa me table 66.6% of both respondents from As it has been ind icated fi'om item number 0 ' le 
. . ' ° 0 nt responded that the college is committed to 

tralilers and trall1ees with 46 .7 % of l11ana",el11e 
. d " d train in " bv havin o on the job training inside th t: 

improve trainers' sl< i 11 in qua Iity e ucatlon an , b J b 
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Coilene. This shows that the Col leo e has bett. . . . 
'" '" el access to I) I·OV (I > I· b .. . . . . I e on t le 10 trall1 111 0 111 

tl·'l inin cr workshops 111 addition to hirin o exte l·llnl I - '" 
( '" "" (conSU tnnt s. 

side it s 

Ream·d ing to whether the college has enouoh k·ll .d ... , _ . . 
'" '" S I e tl a lllers or 110t Item number SIX of the same 

table illustrated that 76 .7% of the trainees and 6000/. f . . . 
( ( • 0 0 tl alllers With 46. 7% of management ha ve 
esponded the tra ining Co lleoe has enouo h sk ill - I t-· . I . . . . 

r '" '" e( lalllelS WllCh can give quality education and 
t · ·lllino This iml)lies that the co llecre has ab ·ll ·t t . r _ . 
la "'. '" ' ( I Y 0 pellorm to capacity development as per needed 

by the cou ntry re lati ve ly. With regard to the main results obtained as the result oj" implementing 

quality management system item number seven of similar table depicted that 73.3% of trainees and 

66.7% 0 f tra iners \V ith 53 .3% 0 f management have responded that improved customer sat is raction 

has been obtai ned as main result. This shows that the application of quality management system 

has its own contr ibution to satisfy the needs of its users and makes considerab le impact in gett ing 

quality educat ion and training. Regarding the trades given in Selam TVET Co llege item number 

eight of table 6 depicted that 70.0% of trainees and 60.0% of trainers with 33 .3% of management 

responded that the Genera l Metal Fabricat ion and Asse mbly is the more demand driven trade as 

compared to other tracles offered by the Co llege. This implies that the Co llege is highly aware or 

the contemporary business env iron ment so that it has to become Ilexible to the needs of its 

customers in order to be highly needed by its clients in the current market. 

4.6. The Major Problems Encollntered in Accomplishing Training Programs 

The followino issue describes the main problems whi ch have been encountered during the time of conduct ing 

o . I _I ·fi prob lems that ago ravate those major problems the training programs. BeSides there were a so t le speci IC _0 

. - 0 t the desired out comes of training. and hence they played unfavorab le Impact not to ",e 
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Table 7: The Problems Encoulltered' A 
III ccomplishil\(J Tninin(J Pro ., , ., grallls 

No 
Itt'lllS R ... ·Sp Olllls 

)\I:lIl : I ~c l11 rtlt Tr:lill('rs Tr:l i nl'{'s 
BOd irs 

Th e l\l:Ij OI' ProlJ lcll1s Encoulltered ill \ t, r 1-
Prog rallls I ('o mp IS ling CU llege ~o IX, No % XO ';Ill 

· L~ck of ,\dequ <l lc i'k\llpowcr 
1 · Tlllle deb)' for decision 4 26.7 5 33..3 7 :; 3 J · L:1ck of cl em gu idel illCS for work r~lalio I ' 5 333 ~ 267 S 26.7 To\a1 . ns lipS 6 40.0 6 ~O .O 15 500 

Ilrspollscs on Speci fi c Prob lems EIiCOlllllcn'd " 1_ . IS 100 I=' 100 30 IUO 
Prog ralll s III IlIlp Clllcntlllg 

2 1\ . Y cs 
8.No 9 600 10 66.7 21 700 To\al 6 ~O 0 5 33 .3 9 300 

it has been ind icated from IS 100 15 100 30 100 table 7 of it - 0 em numbel one )010 of the tralllees ancl40% of both As 

trainers ane! mana gement havc res l)onci ecl tl t tl I k f I ~ la ' le ac ' 0 c ear guide lines for work relationships 

have beco me the major co nstra ints encountered in accoml)lishino tile Co lleoe t .. " '" raJJ1l1lg programs. 
This indicates that where there is no clear guicie lines affecting the training programs will encounter 

in lag behind to accomplish those programs on time. Th is by itse lf creates the problem of using the 

necessary resources as per planned to finish the sc heduled program. This will then lead to wastage 

of all resources as an obso lete. 

With rega rd to the specific problems item number two of similar table depicts that 70.0% of 

trainees and 66.7% o f trainers with 60.0% of management responded that there were specific 

problems enco untered which hindered the programs fi'om implementing success full y. This 

indicates that those problems have beco me rea l as the result of reluctance to decide ahead be it 

knowingly or unknowingly. This also implies there were responsibility conflict among subordinates 

and the bosses of the training College. 
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TalJle 8: The Mcas lIrcs takcn to s I I o vc ) rolJ l 
elliS Encolll t I cree 

No 
11 ("111 n cspolltis 

'1 :III:lg(, lII(" Tr:l illcrs Train('(':, 
111 

BOllies 

I H CS POIlSl'S whelhe r ll1('a s ur('S t jlli ('11 
'X, 

I I 
";" 

I 
i\. Yos Co so lve those probl(,lIIs or 110 1 

1\'0 ilio :"0 

13 . No 8 53.3 9 600 :20 
TOla l 7 ~6. 7 6 ~O 0 10 

15 100 15 100 30 

T he ~ 1 ('as lln.·s lal"'.'11 to SIH.' fl' ssfull\' impl' . . .," 
c.I . ,.. . CIllt.:llt 1I .lIll1ll g 1I1'0" r'1I1I 5 "en' 

• I entlly th t.! r~;)llllanpO\''f...·r "horta"e lind hir . I ~ . . 
2 

• ' . ~ ':=>' eng It person 
~rov l dc on Job ~nd leadership tTJlIling 

,. , I-ollow the tmllll ng guiddi nes ofT VET Anent\' 
3 200 3 20.0 7 

l ota l ::> • 7 ~6 . 7 8 53 .3 16 
5 333 4 26 .7 7 

Tl;C C~I1l'g~ :las Tech nology Tra nsfor mation l)('partlll(' l1t to so l\"(, prrror lll 'IIIC(, 
15 100 15 100 JO 

rc all'! pro e lli s ' 
3 /\ . Yes 

13 No 10 66.7 I I 73 .3 ~1 

Tola l 
5 33.3 ~ 26.7 8 

15 100 15 100 JO 

Regarding the llleaSLIres taken to so lve the problems encollntered item number one of table 8 

illustrates that 66.7% of trainees and 60.0% of trainers wi th 53.3% of management have responded 

that the Illeasures were taken through group disc llss ion among subordinates and the ch iefs of the 

management to el i m inate the ma in po ints 0 f deviation wh icll created respons ibi I ity conn ict. 

Besides as it has been depicted 1/'0 111 item number two of the same table that 53.6% of trainees and 

53.3% of trainers \ovith 46.7% of management responded that provide both on job and leadersh ip 

training were taken as measures to Sliccessfu ll y implement training programs. This indicates that 

the trainers and their bosses have realized the points of dev iation and agreed to so lve the training 

problems leav ing apart of their personal interest. 

f-inally it has been depicted from item number three of similar tab le that whether the Co llege has 

technology transformation department or not and 73.3% of both trainers and trainees with 66.7% of 

. . I TI" dicates that the College believes that there 
respondents of management repJted that It las. liS 1\1 ~ 

11eed b 
. f I I . del' to be competent for th is dynamic market environment 

to e uSlI1g 0 . tee lno ogy In or 
53 

'x, 

667 
.u.} 

100 

233 
536 
l ' , 
_ J . J 

100 

733 
16.7 
100 



because with out lIsing lip to date information wi" ' 
lei e by the mark ,t I ' 

I ' t '· , I l ' I' < e evo ve II may result in rallinn apart arK calise en II e oss. liS del)artment I I ' , '" 
, le ps to "et relllC I I f' I 

, . " '" C) or It las opportunity to "ather and organize new Ideas to Improve performance. '" 

4.7. Data gene,oalcd frol11 an intcrvicw with tI I 
lC sc crted TVET College leadcrs 

It is true that college leaders are one of the most iml)Ort ' fl o . . . . 
ant I",UI es on the tralnlllg scene III every 

rVET College as they set the direction accordino to th I I _ I I" , 
'" e (1\\ s dnc po IC les In the sector, Both the 

training and non-training activit y of a oiven colleoe can ot b f I ' . 
'" '" ' n e out 0 t lelr sight. 

It was aSSllmed that TVET leaders had oeneral views of the 0 e' II ," ,' I ,' I ' 
'" v la actiVities ta"lng p ace In the 

colleges where they were assigned, Led by these assumptions. the resea rcher presented some 

quest ions (see Annexure 3) related to performance of training program to the college leaders, 

It shows the data extracted from the interview conducted with the college leader (dean or vice 

dean) , However, for the sake ofanonymity the researcher made no mention of their names, 

Furthermore, the same q L1est ions were asked to Some 0 f the Co Ilene mana oement the trainees and '" '" , 
the trainers in interviews, The interviewees have mentioned that training programs have been 

organized according to the Ethiopian Occupational Standards of New Curricululll under which 

there have been Units of Co mpetencies to complete each leve l passing through various learning 

outcomes, The manage ment goes down to the institution under the supervision of Addis Ababa 

TVET Agency, 

4.8. Data gene,oated f,oom an interview with TVET trainers 

Generally speaking, college trainers were assumed to equip trainees with all the necessary 

k I d d k' il T til'S elld they were providin (I both theoretical and practical knowledge -nowe ge an S' I S, 0 I , . '" 
, d " kinds of implementation proQrams for the and skills ofa oiven occupation, They arrange vallous ~ 

, 0 b' " 'fl ' even established partnership with training institutions and achievements of these 0 0 ~ectlves . ley , 
'" "f b tter knowledQe to the trainees Indllstl'1es/enterpl'1ses for the prOVIsion 0 e ~ , . 

, . . ed 'Illterview pronrams with tralllers at Selam 
W" , , 'I tl e researchel all ano '" Ith th IS II ndersta nd II1g 111 111111e , l ' , '" , " 

, '. the interview session on the basis of their training 
College and its units, They were selected fOI , 

. M 'eover thev were supposed to have bette I , " 'II (Ie delJart11lents , 01 ,. expenences 111 their respective co eo ' , ' ' I 
I view of this an 1I1tervlew session (see t le 

understandin o of the training in their college, n ' , 
o 
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questions in Annexure 4) was he ld witl . I 
. ' . 1 eac 1 of these trainers se Jar 

Inentlon the names of the II1terviewees. I, ately. There was no need to 

Re()n rd to the co nduct of trainin o proo' 
". '" ",lams respondents have re . . . . 

cond ucted In a way that 70% of tra inino )1' 0 . plied that aClivltles have been 
. . . '" I O",rams were Implemented e' . .. 

necessary fac ilities as per a llotted nominal I .' at workshops by mobillzlIlg 
e 10UI S In the OS 'fl . . . . . le remall1111 0 300/. t . . . . . 

were given In c lass rooms with the imentio tl ' '" 0 ralllll1g pi ogl ams 
. '. n lU I Irall1ees shall have theoretical abilit ies i r . " I 

the practica l co mpetencies which enable tile n lI1e \\ It 1 
m co mpetitive' 1 tl Id . . , .' . II lewor of work. At the end of each 

leve l 0 1 co mpetency tl a lI1ees will take It'· 
ns Itutlonal assessment and National assessment 

respectively to measure the ir performance TI ' . b I . 
. . le allll e 1ll1d such process is to make trainees 

co mpetent In the world of market e ither for se lf en I lp oyment or employed by employers. 

4.9. Data generated from an interview with trainees of the TVET Collc<Je 
!:> 

Trainees were the foc us of attention to both co lleoes and t·· TI " . . . '" e en el pflses. liS IIlstllutlon alllled at the 

trainees or future wo rkers/employees to equip them with tile de '. I . I k . sll ee occupatlona ' nowledge, sk ill 
and attitude. ~ 

This was the main ai m of apprenticeship trai ning program. In fact , training perfo rmance may seem 

unthinkable without its recipient trainees. Every tra ining activity or program designed or 

implemented at the co ll ege or enterpri se leve l ca n bring the desired result when it considers the 

trainees at large. 

In the preced ing interviewee sess ions, the researcher tried to seek information fro m the peo ple who 

involved around the implementation of the training. Howevcr. none of them could be the mai n 

focus of the research as the trainees. Hence, the researcher felt it necessary to in vo lve the trainees 

themselves in thi s kind of research. After a ll , the main aim of this resea rch is to see ways of 

improving the bottlenecks of the implementation problems of training perfo rmance. This would be 

realized when the trainees take part and express their views, values, interests, etc. regarding 

training performance. 

A total of six trainees were selected for the research. Three participants were drawn from 

The Colleoe and the other three were se lected from Selam Village. Based on their training leve l. 
'" . . II' . fi Id ftraininO" and the other three trainees were 

three of them were fr'OIll the e lectncal Insta atlon Ie 0 e '" 
Co Co' • fi Id ft 'ainino Five of them were males and one of the 111 was 
Irom lood, machllle ancl auto engllle Ie 0 Ie "'. 
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a female. Three of them, chose n from Sel 
am, experienced full t' . 

lime. On the other hand , the other three too k .. . line practica l training for a month 
. . pall In an on-and-off t I • • 

arranoed between the Colleoe and the t . ) pe Of trall1l11 O' prooram ( '" '" en erpl'lses. '" '" ( 

A structured interview (see the questio . A n In nnexur -) . . . .. . ' e) was arranoed ~ . II" . 
due to the fact that tra lI1ees were not tho " I . '" 0 1 a II1terv lewees. TIllS was 

. u'" 1t to prov ide elaborative res . 
interView. However, the researcher tried t . d ponse to the unstructured 

o III ulge in deplh to oet detail il fl. . 
interviewee. Each question was forwarded t I ' " '" ( 1 Olmatlon from each 

o eac 1 IIltervlew in En" I ish 
The above respondents pointed out that t· '. ", . 

. ( I alllees view the trainin" offered b 
helpful to their life they go t a chance to ac '. . '" y the Co llege was 

. . ( qUlle appropl'late sk ills to compete and win either the 
market 0 1 self employment. Where as so me of tl . 

I le lespondents refl ected their feelings in a way that 
the training offe red b) the Co llege has path way to · . . 

( 0 ",et essent ml sk Ills but not in a way that fully 
address thei r need. As they ment ioned sk ill . . . , gap was observed though the co llege is equipped with 

machl!1enes and matenal resources. Others mentioned tl I ' .. lat t lei e were shortage of tral!1l!1 O manuals 

in some units and hence they were not privile"ed to oet t ' I " I ' . . '" '" '" ma ena .or t lelr spec ific assignments. 

In relation to the extent of trainin" for IJerformin a qual't l t· . . d d . . . '" '" ( I ) lal!1l1lg an e ucatlon II1tervlewees 

responded that the college has implemented the Quality tvlanagement System and brought customer 

satisfaction and ha ve bee n resulted in enco uraging performance. 

Regard ing u ncer!a in! ies respondents ha ve described there were major problems in acco mp I ishing 

training programs. As they mentioned lack of Co llege working manual and lag in immed iate 

decisions for training issues were among critical ones. Besides lack of clear guidelines and 

responsibility conflict have bee n mentioned as considerable problems. 

The interviewees have also mentioned the fo llow ing statements, which can strengthen the above 

points . One of the interviewees has put the challenges as fo llows: It is clear that in order/or rVEr 

to develop in the region all ((ctors should be aware. For example. it is possible to create alVareness 

ol1lhe cllrrent national rVET policies and strategies to higher o.Uicials and to the society at grass 

Root level. Opening departments withollt doingfeasible stlldy thatjit lVith the ResOllrce available ill 

the city creates (( huge problem to alleviate the real life problems. Not makillg Sllldellls at the 

elemeI1tal)' I / f Is /lllVlre so that the)1 call join rVEr lVith oUI their own real Clnc secol1c(({/Ji sc '/00 ' ., ., 

inLerest. " 
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Another interviewee expressed the fo 1I0wing: 

" There were 110 definite and clear ° llide !il/e" t/ I / 
..... . 0 ., lat Ie I'J 10 CI'or/te b k" 

• .. ' > . > " • . ~, . etter war' relallOlls/lip as there )lias 110 I e.ljJol1.S lble pel.101l III the college Besicl . 
. . e~. competel/t al/d Skillful IIl((l1pml'et/tmiliers 

ere bllt not enough and to SOll1e extent there il' / . ./ 
\I' . a .\0 .\ IUrtage oj lraillillg lIIG1erial ill a Jew 
departmellts. 

Be5ides aile interviewee of the College has lIIeliliolled Ihc. ( .' " / . . 
. / Slilee tiel e was 110 allY well argall/zed 

college lIIan1lal it has created problellis oj illiplellientilig Ihe I ' ". I ' / . 
. I (fJlllllg pi ograllls on I Ie ng II /llIIe. 

lv/oreover he lIIentioned llial tlie re.ljJonsibility cOI1'1ict ha y beel/ occ .. I . I I . b 
1· 'J'. /III eG lIIany (lilies anr. merjO 

description has been prepared at least it helped to elililinate lIIajor problellls. The sallie interviewee 

pointed Ol/t that b1ldget release to pl/rchase training lIIaterial and eqlliplllent to sOllie departlllents 

was d(fficl/lt becallse respollse Jar the reql/est delayed. TVith regard to docl/lllellls respondents 

e.\jJlained tliat the College lias policy docl/lllents related to TVET training applied by the College to 

peljorlll qllality edllcation and training thol/gh there \lias shortage oj experlS at the beginning. 

Later all, 'he College has trained sOll1e staff to h(lIIdle the pel!orlllance related problellls to Ihose 

docl/ments through the application of ql/ality mallagelllent .I),stelll and [SO Cerlijic(Jtion 

dOClIlllents. However, some interviewees lIIentioned there lPere still problems to solve the lIIajor 

lIon-conforlllities because of delay in decision making to the training related iss1Ies. 

4.9.1 Data generated f.-om FGD with Selected participants 

The FGD was he ld to complement the interviews conducted with the other palticipants. The 

rational for including this too l \,vas that the data collected from the other participants had to be 

substantiated by applying FGD. 

. bl '1 . del1ts selected for the research were mature and were As It can be seen from the ta e, t 1e I espon 

. TI' f: I d )ositive effect on the research . thought to have better life experiences. liS act 1a a I . . 

, . es (who hwe Done through the tralllll1g Hence, the researcher held FDG ,\11th five trallle . , '" , . .' , 
. d ta thal can support respondents IIltel Vle\·\. c: d c: II s to oenerate mOle a, , , perlormance) se lecte fro m co ege '" fI I' 

. .. n Colleue and the other two from Selam or t liS 
Accordingly, three trainers were selected fiol '" 'fi d ' tl table. Instead. 

, . the ir na Illes were not spec I Ie 111 1e , purpose. However, for the sake of anonymity, 

the researcher applied letters to stand for names. 
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I Coct the FG D (see the contents in Annexure 6) I Id ' 
11 I" , . was le In t \ I 

\ 0 separate groups. The discuss ion. . eacll orO UI)· was led by the researcher h '1lllse l f D' I . Ill ' => • • url11 0 tle d' . 
• • • => ISCUSs lon. the researcher tried to 

b ina the attenlion of a ll participants to the issue unde I" . . 
r => • r e ISC USS lon .Thls strategy helped to ga in 

more information. 

As indicated above Focus Group Discuss ion was held betwee tl . ' 
n lree tral11ers and two graduate 

tl·ainees. As it has been asked based on the interview ouide tll0 d I' . 
( b se respon ents rep led the followl11g: 

" The College has been taken as one ofTVET institutions l)el'''o rlll'111 0 to Q I' Ed . I 
... . Il b ua Ity - ucatlon ane 

Training in Addis Ababa. Because as they mentioned Selam TVET College is well equipped on 

better training workshops and class r00 111S with training mac hineries. Among the respondents one 

has mentioned that Selam could be model TVET institution to satisfy the needs of trainees by 

ol'v ino demand driven aspect of training but there are still nal)S on the side of trainers to share their <> => b 

maximui11 ability to the ir trainees. In their discuss ion other two respondents pointed out thaI the 

College is in a position to provide outcome based training to perfo rm better quality training if more 

skill gap and leadership training to both trainers and management staff is given. Other wise they 

pointed in the competing environment it may no provide quality type of training and education any 

longer. Finally one respond ent has put hi s view that Sela1l1 is in better pos ition to provide quality 

education and training in Addis Ababa as far as head s of the Co llege and its owners positi ve ly 

decide in every activity of tra ining by using policy documents and guidelines and need to have well 

prepared training manual. 
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CHAPTER FIVE 
5. Summary, Conclusion and Re " . commendatIOns 
5.1 Summary 

The stud y is planned to invest il?ate tile ' 
~ tramino Perform f S 

b ance 0 ' elam TVET Co Ilene io Bui ld 
Capac ity in Add is Ababa, To achieve this end. the foil w' "", b, 

invest igatio n: 
. 0 Inb lesealch questions we re raised for 

- How are the training programs of the colleoe 0 ' 0 " I I 
b Iba nlzee am managed? 

-H ow are the training programs cond ucted? 

- How do the trainees view the train ing offered? 

- How fa r the tra ining performs to acq uire the qu ality ofeelLlc t' I" ? ( a Ion ane tra 111 IIlg . 

- What major prob lems ha ve been encountered in accomp I is hing programs? 

In the review of re lated literature, attempt was made to treat topics related with Performance, 

Technical and Vocational educa tion and training pr incip les and practices with the current practices 

aneltra ining policies and st rategies were a lso brieny overviewed. It was also altempted to high light 

that the TVET working mechanism of its organ izat ion and management app roaches to participate 

the stakeho lders upon which susta inab le develop\11ent of target groups through appropriate tra ining 

is exp la ined as major purposes and objecti ves ofTVET for susta inab le development, 

To answers for research questions out of 60 respondents founel in the Co llege and its units 

quest ionnaires were distributed 111 for 30 trainees 15 trainers and 15 management bodies 

participa ted as respondents, All of the questionnaires that were returned as responses were 

analyzed , Similarly in the mentioned inst itution an FGD was conducted comprising of two grad uate 

trainees and three trainers as representati ves to triangulate the facts with the responses of the 

interview, Interviews were a lso conducted with se lected trainees. trainers and management bodies 

I I ' I TVET Co lleoe and Selam Villaoes, The information collected fro\11 FGD Wl0 were \vor< lI1g at tle b ( b 

d " I di ed to supplement the data obtained fro\11 quest io nnaire, an II1tervlews were narratee an ana yz 
, . ' I t, tl followin o \11aJ'o r findings were identified . 

From the analysis made uSing quantitative e a a. le '" 
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I. Among those potential respondents the 
majority were males . I -

regard to the ir qualification 53.3% ofthel11 w. ., ' wIt 1 age 2)-29 years old. With 
ele Diploma Holders who fl ' . . 

fi eld or manu facturing that was believed t b . . se pro eSS lonto be IIldli stnal 
o e expel'lenced. 

2. Many o f the respondents replied that tile T . . . 
, Ia IllIll O Pron ra . '" '" emS were oroan Ized based tl riculum o f Ethiopian TVE1' S. "" on le ncw cur ystem. This TV ET S I . 

. ) stem was organized as OccuPat iona I 
Standards under It there would be Units 0 f. ' 

. ., co mpetencies. The management 00es down to the 
institution under direct supervision o f the Acll ' \ b b " ' '" 

C IS f a a rVEl Aoe "I f I '" ncy. IV any 0 t le respondents 
replied that the Co llege used 30%-70% of time' . . 

. . ' . . IIlvestment for both theory and practice 0 r the 
tralllll1g respec tive ly. Bes ides the co lleoe wo rks in oroa '- ' d . 

'" ",c nlzlng an Implement prooralllS until givin o 

quality tra ining fo llowed by on the job trainin o and assessn t . II '" . ~ '" 
'" c len cenli a y managed by the IIlstltute. 

3. Regard to the way of implementino proorams more of the d I' d .. '" '" respon ents rep Ie that tralIllllg 
programs were conducted in a way that it can help to bu ild up T" , . I k' ll I ' I I a lIlees pract Ica S' I S lIg 1 

through Occupational Standards. Increas in o the number OfCOllll)etent elltl'ep 'e I b I '" " I neurs las eco me t le 

leading principles of tra ining activities in process. The training acti vities of the Co llege are 

believed to perfo rm we ll for skills deve lopment. An out come-based approach was adopted as 

beg inning by the Co llege to conduct it s training programs. 

4. With the view o f trainees on the tra ining o ffered 60.0% of them perce ived that it is on the right 

track to offer releva nt training. Bes ides many of them agrced the training offered was relevant to 

the employment needs of trainees. And almost half of the respondents viewed that the Co llege 

should improve tra iners ' capac ity through skill gap trainings. More over the trainees perce ived the 

80% of Co llege graduates get access to employment. 

5. With rega rd to the training perfo rmance to Quality TVET many of the respondents replied that it 

had up to the level o f getting ma ximum performance. Bes ides they agreed that a I: I 0 to 1:7 trainer­

trainees ratio has been re lative ly performed by the Co llege. Trainers used training which responded 

. . ' I . I'ed tllat tile Co lleoe IJrov ided leamin o material to contemporary market needs the maJollty lave I ep I e", '" 
. d I . . hasin a because of bud"et release dela v as at the rIght time except to few departments e ay In PUI c c '" c 0 -

mentioned in the FGD. I-laving on the job training internally has been taken as strategy to improve 

. . ' d " a Many of the respondents agreed that it had 
trall1ers ' skill that lead to quality education an t ra1l11110 · 

't tl· t hell) for improvino quality TVET. Many of the 
enough skilled trainers except some unl s la '" 
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respondents have also agreed that impro d 
. ve CUstomer satisfaction I 

II ) lell1 eIlled tl Q I' las been achieved when the Co ege 11111 - . . - le ua il y Management S 
ystem. However SOme . 

there were still problems to so lve the l11 aJ'o ' . . . respondents pOll1ted that 
( I non-co nfonl1ltles bec f . 

_ .. , . I d " ause 0 delay m dec ision mak ino 
to the tl aJl1J1l g Ie at e Issues. With reoard to 1I . -. d . '" 

'" le tl a es ° lven b)1 th C II . . _ ' . '" e 0 ege those respondents have 
ao reed that the Genel al Metal Fa bncatlon anel A bl 
( '" ( ssem y was more did . . . ( emanc nven m the market. 
6. regarding to the problems enco untered man)1 I 1 . 

. . la\ e mentioned that there was the lack of clea r 
guide IJIles for work re lationship. Besides, lack of w II . . 

. . . . . e pi epared Co llege workmg manual. lag in 
immedJate deC ISions for tralJ1J1l g re lated issues and ' . 'b ' I' . 

. . ( lesponsl I Ity connlct were among the major 
ones. The ma.lonty have a lso replied that spec ific I)roblems . . I . 

encountel ec . As respondents mentioned 
some of the spec ific problems were skill oaps on the side of t ··· . I I . . . '" lamelS, PllI C lase ee lay In deli ve rmg 
training materi als o f so me unit s. However B t d ~ . u , respon ents emphas ized so lving the problems 

should not be only a one time action rather it has to be carried always and should be sustainable. 

Majority of the respondents have also mentioned that there was the Technology Transformation 

Department in the Co llege to support the performance o f training as quality service prov ider. 

7. The Respondents a lso c la imed that there was lack of we ll oroanized worka ble co lleoe manual as 
'" '" 

the result it has created delay in implementing training programs at the right time. From both 

respondents of the interview and foc us group discuss ion budget release to purchase training 

mater ia ls and equipment to so me departments was difficult because of delay in critica l dec ision. 

5.2 Conclusions 

It may be known that the production o f skillful persons at any leve l is decisive to a country's 

development . To this end , there may be various means of training programs. Among some, training 

orthe kind of training process jointly acco mpl ished between the TV ET training prov iders and 

. . . . c: - . ' t ··ses call be the one Efforts were exerted by enterpl'lses-servlce provldJllg or manul actullI1g en erpll ( . 
. . . . I n 'lddle leve l skillful persons. Similar effo rts TVET trall1l11g prOViders and enterpJ'lses to proc uce I 

. . f . . 0 proo ram Otherwise the production of need to be exerted to correct the IInplementatlon 0 tralnln", '" ( . , 

middle level skillful persons cannot be attained. . . 
. . . , . . , I erformance ofSelam TVET Co llege trall1l11g 

In Ime With thiS thiS research II1tended to assess t le p 
, . , . Reo ion To in vestioate the problem. the quantitati ve 

programs in the Addis Ababa Admll1lstratIve ", ' " 
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resea rch approach was employed. The data enab l 
' . ed to co nc lude that the il I '" . 

programs requIre the co ns Id eration of both . . . IIp elllentatlon oltrallllng 
.' . . InstItutIonal and human conditi 

The instItutIonal co nd ItIons refer to the nece . I: " ons. 
ssa lY l'ac Illty avai lab le '1 . 

. ' 0 tl -I I d III t le vocatlona I provicl ino inst ItutIons. n le 0 1 leI' lan , the human co d'f b 

. ' n I Ions refer to the sk ills. wo rk rela . ' . 
moti vat Ion, commItment, etc. of peop Ie in vo I d , t Ions. prlllClp les. 

ve aro und the proo TI _ _ , . . . . . bralll. le current research 
slluuests that context spec Ific IIl stl tutlolla l and I " 
b~ . •. ' lUlllan condItIons should be considered when 

dea ling WIth tra ll1l1lg perfo rmance and the appl icat" f I _ . 
. Ion 0 t le se lectediearnlllg theo ries. 

Generally, thIS study shows how the Selam tra ining Co lleo- . 0 _ . 

. ' ' . - be pl obrams have Illlpact to develop the 
capac ity of ItS users III Acldl s Ababa and innuenced bv tl . 1: • . 

- le pellormance of the oroanlzatIon and 
manage ment pract ices of T V ET from the perspecti ves of . 'd' I' " b 

PI OV I Ing qua Ity tra llllllg and education. 

The Selam TVET Co llege training renects the programs were organized acco rding to the new 

curriculum of Ethiopian TVET System in the fo rm of Occupational Standards und er which unit s of 

competencies were inc lud ed. The tra ining programs were cond ucted in the class roo ms and 

wo rkshops in both theo ry and prac tice. These were cent ra ll y managed by the institute under the 

supervis ion of Addis Ababa TVET Age ncy. Traits in relation to dec isions on bas ic issues such as 

perfo rming the co llege objecti ves and the budget allocat io n held centrally. 

Tra inee's part ic ipat ion over the main areas in which they need to clecide li ke what to learn loo ks 

shallow. This exists as the resul t of absence in we ll prepared tra in ing Illanual which encompasses 

all tra inees, trainers and subject matter spec ia li sts during preparation of the materials which helps 

identi fy the actua l needs of the trainees. 

The theoretica l and practical activities indicated the presence of fac il ity on the side of the training 

Co llege which is a cruc ial po int for rea li zation of deve lopment goals. This has a reflection where 

by considerable fac ili ty has attributed to high perfo rmance. 

The Co lleoe environment seems inviting to trainees and acl equate fo r the training but still there 
b . . 

. . 'd All ' all the Co lleoe faced WIth Pro blems III happened to be gap in skillsfi'o m traIner's Sl e. Ill " b . 

. . . . , ., I ffl t of prov idin o quality TVET EducatIon and 
glVll1g pract ical dec ision mak lllg In ItS UllltS III t le e or " 

Train ing. 
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5.3 Recommendations 

In light of the major findings of the 
study and conclusio I " II . 

Il S. t le 10 oW ll1g recolllmendatio IlS arc 
forwarded in order to perform the modular trainin o be' . . 

< '" II1g gIve n In the Selalll TVET Co llege. 
I. The College needs to be equipped with all the necessar . . . ' I I ' .. 

, Y Illatella sane equIpment .The tralllllH? 
needs to be free fro m any fo rms of inconveniences In addition all tile st k I lei . d ~ 

. , a e 10 ers lllu St gIve ue 
attention to the on go ing tra inings especially the practical ones. 

2 The training manuals may have to be prepared or adapted \"Itl tl I'· '" f I 
. , , 1 le ell ect partIcIpatIon 0 t le 

trainees, trainers and Local subject matter spec ialists through out all the processes in the training. 

3. The decision over series of training issues including the preparation ofTTLM should not be only 

left for trainers. The manuals need to be prepared in such a way that the learning contents wi ll be 

sequenced in a he lp ful manner to lea rning. It looks also essential to list Objectives, devise exerc ise. 

recolllmend methods with training aids and inc lude eva luatio n mechanislllS. It is also advisable to 

prepare trainer' s guides for bot h theoret ica l and pract ical training sess ions. 

4.The College needs to prepare effective working manual up on which the responsibility of the 

members of its sta ff c learly ind ica ted so that the lack of clea r guide lines fo r work relation ships 

would be e liminated and conflict will be reso lved. 

5. To improve the e ffecti veness in qual ity training, it appears necessary to arrange a training 

program of trainers training for development projects. This can be given in the sholt run for those 

who are already on the job but in the long run the better so lution is rev italizing the practical course 

in the TVET College in such away that it includes the necessary contents for the ski lls and mater ial 

preparation . 

. eille altelltl'oll to the requests of training programs which need cr itica l 6. It is necessary to gIve . 

. , I . irit in the time of budget allocation or executIng participatory decision ll1aklllg WIth mutua team sp 

f . , . ch to the apex in quality. objectives in order to help performance o · trallllllg lea < , 
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ANNEXURE 1 

. ADDIS ADAnA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNlJ."IG AND MANAGEMl:NT 

QUESTIONNAIRE: To be filled by Trainers, Management bOdies and 

Trainees in Selarn Children ' s Village Office ancllhe TVET College. 

The purpose of this questionnaire is to gather data for a study leading to an M.A. degree in 

Educational Leadership and Management. It is administered to survey your views about an 

assessment of the performance of Selam TVET College in Capacity Building, in the case 
of Addis Ababa. 

Since the success of this study depends on your genull1e responses, you are kindly 

requested to be lonest toware s a I I II items provided in this questionnaire. The information 

you supply will remain confidential. 

You are not required to write your name. Thank YOll in advance for your cooperation. 

Sincerely, 
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Part One 

Please read the followino and fill' I 
. . I b In t le box by . 

by wn tlllg a s lort answer Whell" ' lISlI1g '.v' mark or . " leqUIred lName of tralI1lI1g College . 

2. Sex Male D o Female 

3. Age 0 20-24years 

o 30-34years 0 35-39yea r 

4. Qualification o 40 years and above 

D Diploma o Deoree '=' o M.NM.Sc other ---
5. Your current position: 

--------6. Field of study ------
7. Subject you teach/work with 
S. Years of service ----

D 0-4 D 5-9 0 10-14 20 years and above o 
Part U: Questionnaire related to the organization and management of training 
programs of the College 

1. How are the training programs of the College organized and managed? 

2. Does the College run its plan to implement the education and training 
programs effectively? 

A) Yes D 
B) No D 
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3. How does your College lllanaQ.e ('he . 
~ prOI)Ort Ion 0 '[ t' theory and practice? Ime InVestment on 

A) Use 20% theory and 80% practice 

B) Use 30% theory and 70% practice 

C) Use 50% theory and 50% practice 
D) Use other proportion of time 

---

o o 
o 
o 

4. I-Jow far the College works to organize and implement training programs? 

5. How does your College manage to keep up the performance of training 
programs under Selarn Organization? 

A) Use Centralized Management 

B) Use Team Management 

C) Use Decentralized Management 

o 
o 
D 

Part III: Questions Relatcd to Implemcnting Ways of Training Programs 

6. r-Iovv are the training programs conducted? 

7. What pri.nciples guide Selam to conduct training activities of the College? 
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8. Do you believe the trainino a t' ' .' 
b (c IVltles have 'b 

development of community in Addis Ababa? ContI'! lHee! to the skills 

A) Yes 

B)No 

C) Say no comment 

o 
o 
o 

9. What approaches would the Colleoe like to ad . ' '. 
? b ( opt 111 cone!uctll1o Its trainino progra illS . b b 

A) Out come-based approach 

B) Integrated approach 

C) Supply-driven Approach 

D 
D 
D 

Part IV: Questions Related to the Trainees ' View ofTrainino Offered 
b 

10. How do trainees vie"" the training offered? 

11. Is the training offered relevant to employment needs of trainees? 

A) Yes 

B)No 

C) Say no comment 

D 
D 
D 

12. How do you view the college shall improve to offer relevant training in 

need of trainees? 
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13. J-Jow many of the graduates of Selal11 TVET Colle
o e 

ou .. 
access LO emp loyment? b Y thlllk they gel 

A) 100% [ J 
B) 80% [ 
C) 60% and below 

D) 70% 

Part V: Questions Related to the extent of training performance in acquiring quality 
education and training 

14. I-Jovv far does the training performs to acquire the quality of education ane! 
training? 

15. Does the College perform trainer-trainees ratio from 1:10 to 1:7 for all 

level trainees? 

A) Definitely yes 

B) Relatively yes 

C) Probably yes 

. h res Jone! to contemporary market 16. Do trainers use training manuals VVhiC 1 

needs? 

A) Yes 

B)No 

C) Say no comment 

[ 

] 
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17, Does the college provide learnin o matet'l'al ttl 'I ' 
b ( (a le I'Ig lt tllne? 

A) Yes 
[ ] 

B)No 
[ ] 

C) Say no comment 
[ ] 

J8, How far your College is committed to illllJl'ove tl'a' "k'II' , 
, , , , (Inets S' I In relatIon to qualIty educatIon and tral11l1lg? 

A) Hire external trainer 

8) I-lave on the job training internally 
] 

C) Support trainers for upgrading their skill 

19. Does the TVET College you belong to have enough ski lled trainers? 

A) Yes 

8) No 

C) Say no comment 

I I 

CJ 
20. What main results have been obta ined when Selam TVET College 
implemented Quality Management System? 

21. Which trades given in your TVET College is more demand driven? 
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) 'Irt VI: Questions Related to PrOblems encountered in a I' 1 ' 
' , ccomp IS illig programs 

22 What major problems have been encountered I'll accoI11pl'ISI' . ? 
' . ( 1111g programs . 

A) Lack of adequate man povve r 

B) Time delay for decision 

C) Lack of clear guidelines for work relationships 

D 
D 
o 

23. I-lave you encountered specific problems while YOll were implementing 
programs of the TVET College? 

A) Yes 

B)No 

24. Have measures been taken to so lve problems of implementing training 
programs 0 f the College? 

A) Yes 

B) No 

25. What measures were taken to successfully implement training programs? 

. I I U I lransformation clepaltmenl to 26. Does your training college have tec 1110 oc» , . 

solve training related problems? 

A) Yes ,----I _I 
B) No 1 1 

Thank you again for your cooperation. 
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ANNEXURE 2 

ADDlS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND iVIANAGEMENT 

Interview Questions with some Selam TVET College management. 

\. How are the training programs of the College organized and managed ? 

2. How are the training programs conducted? 

3. How do the trainees view the training offered by the College? 

4. How far the training performs to acquire the quality ofeducation and training? 

5 .What major problems have been encountered in accomplishing programs? 

6. What do you suggest the possible solutions to these challenges? 

7. Does your College have policy documents related to TVET trainings? How do you app 

them to get quality education and training? 

ANNEXURE 3: Interview questions for TVET College leaders 

GENERAL INFORMATION 

Title of the interviewee _ ________ _ 

Job position' _____________ _ 

Service year with the current position: 

Qualification _____________ _ 

Sex: _______________________ _ 

1- OPEN-ENDED QUESTIONS .. lI .o? 
.• . 0 · · 00 ina on In yOUl co eoe. • 1-lowistheTVETtrallllllgploolam o 0 . ? 

. .. a tudents in the classrool11. • What challenges do you have In trallllllo S 
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• How do you solve this problem? 

• What challenges do you have in tra' , 
,Inlng students in the Jract' 

• I-low do you solve this problem? I Ical fields? 

• How are you imp lelllent ing apprentic ' I' ," 
es IIp LI allllllg prooram ' 

enterprises? "" In collaboration with the 

• What problems did you face clurino tl ' I 
, , , '" le IIllp emelllation process of ' 

tral\ll\lg program III the enterprises? the apprentIceship 

• How did you solve the problem? 

What experience did you orasl) for a b. t,t . ~ , '" ,e el luture apprent' I' , . Ices IIp training program? 
• 

ANNEXURE 4: Interview questions for c II . o ege trall1ers 

GENERAL INFORMATION 

Title of the interviewee -------
Job position ________ _ 

Service year with the current position: -----

Qualification 
'-------

Sex '------

OPEN-ENDED QUESTIONS 

• 

• 
• 
• 
• 

• 

• 

How do you describe the implementation status ortlle apprenticeship training process 

in the Addis Ababa Administrative region? 

How do you recruit and assign apprentices at the enterprises? 

How do you follow the implementation of apprent icesll ip training at the enterprises? 

How do you select enterprises for apprenticeship training? 

How do you start implementing apprenticeship training after you have selected the 

enterprises? 

Who evaluates apprentices ' performance during the apprenticeship training at the 

enterprises? 

W 
. I' ." ' IJI'ocess in your college? hat are the cha Ilenges of apprentIces IIp tl al\ll\lg -
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• What so lut ion do YO ll propose to I I ,. . 
so ve lll.:: pi oblems mentioned? 

ANNEXURE 5: [nterview questions for trainees 

GENERAL INFORMATION 

Field of resea rch 

Level --------

Sex -------
Age ------

Name of the college -------
The term of training performance 

----------
Training performance sta rting time 

---------

Training performance ending time 
---------------

Training progra m per week 
----------

1- QUESTIONS ABOUT TRAINEES MOTIVATION 

• What do YO LI think is the reason for orga niz ing training performance in this emerprise? 

• In your opinion, how can trainee understand the objec ti ves of training performance in 

this enterprise? 

• What makes YO LI motivated to be trained in apprenticeship training in this enterprise? 

• Did you come to this enterprise/for training performance/by chance or choice? / Explain 

it? 

• Are there things yo u like and dislike in this enterprise? What are they? 

• What things add to yo ur sat isfact ion when yo u take part in the training performance in 

th is enterprise? 

• What particular tasks encourage or discourage yo u to perform at the enterprise? 

• What particular tasks are yo u performing practically in the enterprise? 

• What goals did you set when you cOllle in this enterprise? 
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• What reasons have you set for participatino in tile t· I·~ I'll' c: . .. 
'" " II1g perlormance activit ies? 

• Which facto rs of the following, specifica lly. motivate yo u to be trained in this 
enterp rise? Ca n yo u elaborate them? 

• Is it due to yo ur own interest, if so how do yo u explain? 

• Is it because orthe existe nce orpositive attitude by the 'peop le' in the enterprise. 

Ifso whic h people al'e they? And how do yo u explain their behavior? 

• Is it because the enterprise eq uips with special competence or the occ upat ion, ir so how 

do you exp lain? 

• Is it due to externa l motivators (ava ilabi lity wage, material incentive, etc), if so 

How do yo u exp lai n them? 

ANNEXURE 6: FOCUS CROUP DISCUSSION WtTH RESPONDENTS 

1/ How do you exp la in yo ur interest towa rd training performance in genera l? 

2/ How do you describe the curren t status of training perrormance process in the 

Enterprise you are ass igned? 

3/ How are the supervisors assisting yo u to gain knowledge. ski ll and att itude in the 

Occupation you chose? 

4/ what problems do you enco unter during the process of trai ning performance in the 

Enterprise you are assigned? 

5/ which of these problems ha ve negative efrects on yo ur ruture career? 

6/ How do yo u eva luate the train ing performance process in the enterprise YOll are 

assigned? 

7/ What measllres should be taken to improve the training performance process in the 

enterprise YO ll are assigned ? 
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ANNEXURE 7 

Budget Schedule 

As it has always been known, making sound research needs tantamount time, energy and 

financial capacity to be incurred from start to finish on the side of the student researcher. 

Thus, the research paper regarding an assessment of the Performance of Selam TVET 

College to build the capacity of practical skills in Addis Ababa has incurred a reasonable 

amount of money to purchase items and use certain Web sites that help to accomplish 

the study. Therefore, the table below shows expenses incurred to accomplish the paper 

understudy by the researcher. 

Sr. Websites used 

No and Items Being Expenses in Birr Total Expense in Birr 

Purchased 

1 Purchase of Books 90Birr 540Birr 

2 Web Sites 180Birr 900Birr 

3 Writing Papers 80Birr 320 Birr 

4 Typing and editing 85Birr 510 Birr 

5 printing 95Birr 380 Birr 

6 Reprinting 95Birr 380 Birr 

7 Travel Expenses 14Birr 112 Birr 

8 Photo Copy 14Birr 112 Birr 

9 Others 30Birr 240 Birr 

Grand Sum= 3494 Birr 
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